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Despite the fact that up to 47.3% of the workforce is now female, sexual harassment 
is still not recognized as a serious issue it is frequently downplayed and treated as a 
joke. Empirical research on sexual harassment in the recent years have indicated that 
up to 70% of women have experienced at least one form of sexual harassment at work. 
However, only a few decide to report or blow the whistle on their experience, i.e. only 
1%.  This is supported by studies that whistle-blowing action is not a popular means 
of reporting wrong-doing in Malaysian organizations. If the victims do not report their 
experience with sexual harassment, the offender cannot be apprehended and/or 
punished, and the behaviour is likely to continue. Organizations generally do not act 
on sexual harassment until an employee reports the problem to an organizational 
authority.  While certainly, a variety of deterrents will be necessary to eliminate sexual 
harassment, a critical one is that victims report the behaviour so that some action can 
be taken.  It appears that the decision to report a sexually harassing behaviour is a 
complex and difficult one, thus it is important to consider under what conditions will 
the target, report a sexually harassing behaviour with the inherent obstacles in doing 
so. In Asian countries it’s impossible to measure actual reporting rates of sexual 
harassment, caused by the nature of the act itself, not many are willing to disclose the 
fact that they have been harassed, this is evident in the number of reported cases, 
combined with factors such as patriarchal culture, the lack of information about sexual 
harassment and the conflict –avoidance tendency in collectivist countries, explains 
why measuring intention to report would be the nearest operational variable. There is 
little empirical research on intention to report sexual harassment or the applicability of 
the theory of planned behaviour in measuring intention to report. 
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This study utilizes constructs and relationships from the theory of planned behaviour, 
in an effort to prove its effectiveness in predicting intention to report sexual harassment 
thus extending the application of the theory of planned behaviour to include the 
intention to report sexual harassment and its cross-cultural applicability. In particular, 
this study looks at perception of sexual harassment, organizational climate and self-
efficacy as independent variables that may influence the intention to report. Using a 
survey data of 348 female administrators from public universities in Malaysia, the 
theory of planned behaviour was tested using both SPSS and Partial Least Square 
(version 3.0). It was revealed that the intention to report to be turned into actual 
reporting is at least partially determined by self-efficacy and organizational climate. 
The findings illustrated the powerful impact of self-efficacy is a principal factor that 
contributes the much-needed conviction in reporting sexual harassment. In addition, 
the organizational climate was a notable predictor of intention to report, which also 
confirms with previous studies that climate for sexual harassment, is a predictor of 








Walaupun pada kenyataannya sehingga 47.3% tenaga kerja sekarang adalah di kalangan 
wanita, gangguan seksual masih tidak dianggap sebagai isu yang serius, malah seringkali 
ianya diperkecilkan dan dianggap sebagai bahan jenaka. Kajian empirikal berkenaan 
gangguan seksual yang dijalankan sejak beberapa tahun kebelakangan ini menunjukkan 
bahawa lebih 70% tenaga kerja wanita mengalami sekurang-kurangnya sekali gangguan 
seksual di tempat kerja. Walau bagaimanapun, hanya segelintir mengambil keputusan 
untuk melaporkan atau mendedahkan salah laku tersebut. Kenyataan ini disokong dengan 
beberapa kajian terdahulu betapa tindakan mendedahkan perbuatan tersebut di negara ini 
bukanlah satu kaedah yang benar-benar boleh diterima pakai sebagai salah satu tindakan 
wajar bagi membanterasnya. Kesannya, jika mangsa tidak melaporkan gangguan seksual 
yang dialami, pelaku tidak dapat ditahan atau dikenakan tindakan, dan yang lebih 
memburukkan keadaan, situasi sebegini kelihatannya tiada titik noktah dan berterusan.  
Kebanyakan organisasi biasanya tidak mengambil sebarang tindakan terhadap pelaku 
gangguan seksual, sehinggalah ianya dilaporkan kepada pihak berkuasa yang berkaitan. 
Justeru, dalam keadaan ini, pelbagai langkah pencegahan diperlukan bagi membanteras 
gangguan seksual ini, salah satu yang terpenting adalah tindakan responsif yang diambil 
terhadap aduan itu sendiri. Seringkalinya tindakan melaporkan perbuatan tersebut 
kelihatan agak sukar untuk dilaksanakan. Oleh sebab itu, adalah penting beberapa aspek 
perlu diambilkira bagi memastikan mangsa melaporkan tindakan salah laku walaupun 
dalam keadaan terdapatnya beberapa halangan umum dalam organisasinya. Di kalangan 
negara Asia, agak sukar untuk menilai secara tepat kadar laporan gangguan seksual, 
lantaran tidak ramai yang benar-benar sanggup untuk melaporkannya, dan kes-kes yang 
dilaporkan sebelum ini menguatkan lagi kenyataan tersebut. Beberapa faktor seperti 
amalan ketaatan sepenuhnya kepada ketua keluarga, kekurangan maklumat berkenaan 
gangguan seksual yang dialami, dan kecenderungan untuk mengelakkan diri dari konflik 
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berterusan, khususnya dalam masyarakat yang mengutamakan rasa kebersamaan 
mengabsahkan lagi hakikat tersebut. Berdasarkan keadaan tersebut, ianya menjelaskan 
betapa penilaian terhadap Niat Untuk Melaporkan salah laku tersebut adalah antara 
pembolehubah yang penting.o Walau bagaimanapun, pada masa kini kajian empirikal 
berkenaan aspek Niat Untuk Melaporkan atau pengaplikasian Teori Tingkahlaku Yang 
Direncanakan adalah agak terhad. Sehubungan itu, kajian ini menggunapakai pembinaan 
dan hubungkait Teori Tingkahlaku Yang Direncanakan dalam usaha untuk 
mengabsahkan keberkesanannya dalam mengukur dan menilai Niat Untuk Melaporkan 
gangguan seksual sekaligus memperluaskan lagi aplikasi Teori Tingkahlaku Yang 
Direncanakan dalam merumuskan niat tersebut dan perkaitannya dengan aplikasi silang 
budaya. Secara khusus, kajian ini meneliti elemen persepsi terhadap gangguan seksual, 
iklim organisasi dan kekuatan diri atau dalaman sebagai pembolehubah bebas yang akan 
mempengaruhi Niat Untuk Melaporkan. Menggunapakai kajian data terhadap 348 
pentadbir wanita di universiti awam di Malaysia, Teori Tingkahlaku Yang Direncanakan 
telah diuji dengan menggunakan SPSS dan Partial Least Square (versi 3.0). Kajian 
tersebut menunjukkan bahawa Niat Untuk Melaporkan yang diterjemahkan kepada 
laporan sebenar adalah sekurang-kurangnya ditentukan oleh kekuatan dalaman dan iklim 
dalam sesebuah organisasi. Penemuan kajian juga menunjukkan besarnya impak 
kekuatan dalaman dalam menyumbang terhadap penetapan laporan gangguan seksual. 
Selain itu, iklim organisasi pula didapati sebagai indikator jelas terhadap Niat Untuk 
Melaporkan, yang juga turut diabsahkan oleh kajian terdahulu bahawa suasana dalam 
organisasi adalah petanda terhadap insiden-insiden berlakunya gangguan seksual dalam 
organisasi.       
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CHAPTER 1: INTRODUCTION 
1.1 Overview 
Sexual harassment is not an individual problem – it is a human rights problem 
(“Landmark Case in”, 1997, p.1). The United Nations Special Rapporteur has 
acknowledged that one of the foremost forms of violence against women around the globe 
is sexual harassment in the workplace (Muzaffar, 2013). Studies from racially and 
economically diverse population have found that women (approximately 40% to 57%)  
have reported encountering no less than one of the five types of sexual harassment 
(Marsh, Patel, Gelaye, Goshu, Worku, William & Berhana, 2009).   
 
In reality, sexual harassment is a major hazard for women at work because of the stress 
generated in coping with harassment – whether from trying to put up with it or making a 
complaint (Sabitha & Nasrudin, 2007).  The negative effects of harassment on the 
physical and emotional well-being have been well-documented (Harned & Fitzgerald, 
2002 as cited in Sigal, Gibbs, Goodrich, Rashid, Anjum, Hsu & Pan, 2005). Cho (2002) 
and Hershcovis & Barling (2010) studies have revealed that the negative impact of sexual 
harassment as reported by respondents manifested either through work-related after-
effects e.g. increased absenteeism, reporting late for work, uncertainty regarding their 
own skills, reduced accomplishments and employee turnover, all of which leads to 
decreased productivity; other documented work-related consequences are individuals 
who quit, were fired, transferred or reassigned due to the damage on their interpersonal 
relationships at work (Sabitha & Nasrudin, 2007). Followed by psychological 
consequences i.e. tension, nervousness, persistent anger and fear, retaliation and lastly, 
physiological problems i.e. tiredness, headaches and nausea.  
2 
The costs of decreased output, profitability, non-attendance, turnover, appeal for 
transfer, medical and emotional counselling are much more higher when compared with 
the legal damages associated with sexual harassment suits (Knapp, Faley, Ekeberg & 
Dubois, 1997 ) and has  a direct impact on the profitability of the enterprise  (Muzaffar, 
2013). In short, sexual harassment is a waste of tremendous amount of precious resources 
i.e. both human and financial. Even minor forms of sexual harassment may be extremely 
counter-productive (Roziah, Jamilah, Khairuddin, Mohd & Rohani, 2006). 
 
Is sexual harassment a serious problem in Malaysia? News reports have reported that 
42% to 70% of women workforces have been exposed to some facet of harassment – such 
as from a simple pat or a suggestive request, to the more harmful stroke or pressure for 
sexual favours in return for a host of things or any conduct that is regarded unwanted 
which can be construed as sexual harassment (De Lima, 2003, p.6; Zarizana, 2003, p.9 & 
Lim, 2008, p.22).  According to Sofia Lim Siu Ching who is the president of All Women’s 
Action Society (AWAM), three out of ten women have faced sexual torment at work 
(Sonia & Tan, 2008, p.16).  
 
Sexual harassment is still not recognized as a serious issue and despite the fact that up 
to 47.3 per cent of the workforce is now female (Gomez, 2011, p.13) and is often treated 
as a joke (Zarizana, 2003, p.9). Today, women play a dominant role in our lives, not only 
as mothers and wives but also as professionals in various fields and disciplines, therefore 
their immense contribution to society is immeasurable (Sundareson, 2013, p.18). 
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The introduction of the Code of Practice for the Prevention and Eradication of Sexual 
Harassment in the Workplace in 1999 (hereinafter known as the Code of Practice) itself 
had prompted a broad acknowledgment that sexual harassment is an issue that should be 
attended to if the guarantee of equivalent work relationship among males and females is 
to be realised (Lekha, Hishamuddin, Maisarah & Low, 2003). 
 
Even so, The Code of Practice only serves as a practical guide/handbook without any 
force of law, although employers are encouraged to implement it, it is done on a voluntary 
basis (Lai, 2007a, p.25).   Thus, the rate of adoption of the Code of Practice among 
employers is very low, less than 1% of employers in the country had adopted it (Sonia & 
Tan, 2008, p.16). Even among organisations which have implemented the Code of 
Practice, its adequacy is debatable, studies have demonstrated that while over 33% of the 
female workers had encountered a sexual harassment act, however, those who knew of 
their organisations’ policy on sexual harassment were less than half of them (Loh, 2008, 
p.24). Moreover, there are glitches in the Code of Practice itself, which includes the 
absence of a separate, independent procedure to resolve the victim’s complaints (Loh, 
2008, p.24).  
 
Additionally, there is no legislation that specifically deals with sexual harassment in 
the workplace in Malaysia (Loh, 2009, p.18; Cruez, 2009, p.20; Lim, 2008, p.22; Lai, 
2007, p.29; Ng, Zanariah & Maria, 2003). In Malaysia, cases involving sexual harassment 
are normally dealt with under the criminal law (Penal Code), the law of Tort or as an 
employment dismissal matter under the Industrial Relations Act 1967 (Sarvinder, 2009). 
However, criminal law is not a preferred choice as it requires a high burden of proof, 
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alternatively, the private law of tort is a more preferred choice but a costly one with 
lengthy litigation process (Sarvinder, 2009). The main problem here is with the absence 
of a specific law, the victim is unable to commence legal action directly based on a case 
of sexual harassment, thus, faced with distressing constraints in reporting sexual 
harassment.  As such, the number of cases reported is very low i.e. only 1 per cent of the 
victims lodge a police report that they have been abused at their workplace (Phuah, 2008, 
p.20). 
 
Unless and until there is adequate protective legislation, incidents of sexual harassment 
will remain invisible and women will continue to suffer in silence (Lai, 2007a, p.25). 
Regrettably, sexual harassment still continues to be a societal taboo and has never been 
part of the national agenda for education. Hence, even if it happens, little is known about 
it and nothing is being earnestly done to prevent or control the phenomenon. Of 
importance here is that the victims should come forward to report any misconduct, 
defying the social taboo associated with sexual harassment and stand up for their rights 
to haul the harassers up to justice (Nathan, 2007, p.33). 
 
1.2 Problem Statement   
By 2015, 55 per cent of the nation’s workforce consists of female participation 
(Gomez, 2011, p.13) which inevitably, sets the stage for sexual harassment threat (Mohd 
& Lee, 2005).   Recently, in the local Malay newspaper Berita Harian it was highlighted 
that 80% of the women were subjected to non-verbal harassment such as hand signal, 
licking lips, blowing kisses, winking and ogling, another 10% are suffering from sexual 
harassment in the form of physical harassment; while the remaining 10% experienced the 
5 
misconduct in the form of verbal harassment (Hariyati, 2010).  As such, there is a 
compelling need to provide women with a working environment that is free from sexual 
harassment and discrimination. 
 
Despite the assurance given by the Malaysia Employers Federation that sexual 
harassment complaints are taken seriously and viewed as misconduct (“Surprise visits 
can”, 2010, p.4), combined with the enforcement of the Code of Practice by Ministry of 
Human Resource, yet formal reporting rates are extremely low.  
 
Reporting sexual harassment, from a theoretical perspective, should benefit the 
complainant by resolving the situation and recuperation from the psychological damage 
caused by the harassing situation (Munson, Hulin & Drasgow, 2000). Resolving sexual 
harassment incidents should buffer losses associated with harassment for the 
organisations (Bergman, Langhout, Palmieri, Cortina & Fitzgerald, 2002).  
 
According to the National Council of Women’s organisations then deputy president 
Datuk Ramani Gurusamy, many women were reluctant to complain about fear of losing 
their jobs, helplessness, faced with discrimination in the office, being blamed for creating 
problem and there were no clear anti-sexual harassment policy or legal redress 
mechanisms in companies in Malaysia (Gomez, 2009, p.15 & Lim, 2008, p.22). This was 
supported by the numerous research conducted by Associate Professor Dr Sabitha 
Marican of University of Malaya that victims do not complain because they don’t know 
6 
how to and are afraid of the consequences.  Sometimes the victims don’t even realise that 
they are being harassed (Cruez, 2009, p.20). 
 
A nationwide research conducted among public administrators by Sabitha (2000) and 
Sabitha & Azmi, (2004) found that among the main reasons why victims of harassment 
did not protest was due to the absence of trust in the workplace system which is primarily 
due to the absence of measures to protect complainants and the unequal power relations 
between the harasser and victim (Lai, 2007a, p.25; Sabitha & Azmi, 2004). Victims also 
do not feel safe to complain as most victims felt that their complaint will not be taken 
seriously or dealt with discreetly and professionally, especially when it involved a senior 
person. There is always the fear that no one will believe them and the company would try 
to cover it up rather than losing someone in a management position (Anis, 2005, p.16; 
Selvarani & Tan, 2007, p.18; Cruez, 2009, p.20; “Surprise visits can”, 2010, p.4). 
Correspondingly, research on complaint mechanisms indicates that if onlookers or 
victims did not believe that the upper management to be wanting to rectify the 
misconduct, these onlookers or victims are unlikely to view reporting as a plausible act.  
 
Moreover traditionally, Malaysia still follows a patriarchal culture (Sabitha, 2008), in 
such a society sexual harassment is most prevalent where men are the dominating group. 
This cultural value tends to form powerful behavioural norms and strong organisational 
culture that perpetuates sexual harassment (Sakallı-Uğurlu, Salman & Turgut, 2010; 
Sabitha, 2008). Based on her many studies, according to Sabitha (2008), the greatest 
challenge in the resolution and prevention of sexual harassment in Malaysia are the 
patriarchal values and attitudes of both men and women. 
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Women from collectivist and patriarchal cultures are even less inclined to be involved 
in an assertive, vocal and public means of coping with harassment (Cortina & Wasti, 
2005). In the Malaysian society, it is generally felt that this phenomenon is closely related 
to the beliefs and views of human traditions (Sabitha, 2002; Kamal & Asnarulkhadi, 
2011). These two factors are believed to be the reason behind the expectations of men 
and women in our society and their perceptions of sexual harassment.  
 
Many still do not understand the meaning of sexual harassment or its impact on the 
victim (Gayathri, 2000, p.4). Particularly, when a sexual behaviour appears in its most 
unobtrusive form, the victim might ponder on whether she has misconstrued a sexual 
behaviour (e.g. a look or touch) and might doubt whether the perpetrator was simply being 
friendly or playful (Hershcovis & Barling, 2010).   Since sexual harassment can be so 
ambiguous and intangible, some victims will go without reporting it due to their desire to 
protect their professional relationship with the harasser or in order to maintain their own 
reputation within an organisation (Keyton & Menzie, 2007). The ambiguity of the 
harassment is also often taken advantage of by the perpetrator.    
 
There are also many people who are still under the impression that anything that is 
related solely to sex only can be defined as sexual harassment (Mazlinda, 2000) i.e. that 
sexual harassment is only physical and does not include verbal comments and sounds, 
gestures or “visuals” such as showing obscene pictures. And likewise, the fact that sexual 
harassment can happen to anybody and not just younger women and subordinates (Cruez, 
2009, p.20). There is a strong need for employees to understand how to distinguish 
between a conduct that is generally innocuous, a conduct that reflects poor social aptitude 
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and a conduct that fits the legitimate definition of sexual harassment (Kamal & 
Asnarulkhadi, 2011). A precise definition is important because many women fail to 
recognise sexual harassment when it occurs (Sarvinder, 2009). This would explain why 
only a few decide to report on their experience or alternately take different measures to 
directly deal with the harassment (Gutek & Koss, 1993).  
 
According to Patel (2003, as cited in Peek, Roxas, Peek, Robichaud, Salazar & Codina, 
2007) study on whistle blowing among professional accountant, those from the Australian 
culture were more likely to use whistle-blowing as an effective internal control procedure 
in comparison to the Indians’ from India and Chinese Malaysian. This was also supported 
by Ngui (2005) study in Malaysia that whistle-blowing action is not a well-known method 
for reporting wrongdoing in organisations. In a recent study by Nadzri, Galbreath & 
Evans (2011) on whistleblowing intention, it was found that Malaysian supervisors are 
influenced by the collectivistic culture of Malaysia thus, demonstrated low levels of self-
directedness. 
 
The latest amendment to the Labour Law via the Employment Act 1955 also did not 
offer sufficient protection to the victim, the amendment itself had a number of limited 
exceptions (Sonia, 2014). With the absence of a specific legislation on sexual harassment, 
it has limited the Malaysian courts from dealing with cases of sexual harassment; when it 
comes to interpreting the facts, what amounts to “unwelcome sexual conduct” will depend 
on the facts of a case for the courts to decide (Sarvinder, 2009), which usually requires 
the burden of proof.  
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Sarminah (2013) analysis on selected dismissal cases on sexual harassment in 
Malaysian, found that the Courts had often decided in favour of the preparator. Her 
analyses indicated that this was due to the fact that the employers had failed to establish 
evidence of misconduct. For the courts to act, firstly, the employers need to establish that 
the misconduct had taken place and once proven only, will it merit consideration on 
whether the misconduct merits dismissal. The subsequent question that arises will be the 
burden of proof and standard of proof, the need for corroborative evidence. Corroboration 
requires extra proof rendering it likely that the narrative of the victim of sexual 
harassment is genuine and that it is reasonably safe for the Court to act upon the evidence. 
 
On the other hand, cases reported to the police would entail an action by the police i.e. 
the first step would be to make an inquiry into the matter, which does not necessarily lead 
to the resolution of the sexual harassment case.  Moreover, there isn’t a clear provision in 
the penal code that can help the victims much if the harassment does not involve physical 
injury or sexual assault. According to All Women’s Action Society (AWAM), most of 
the time due to the hassle of proving the case, the victim would just transfer out or quit 
the job (Sonia & Tan, 2008, p.16).   
 
As a result, the rate of reporting is very low. Nearly 99% of women, who have been 
sexually harassed at their work environment, don’t report the episodes (Phuah, 2008, 
p.20). Statistics show that not many victims reported to the department of labour, either.  
Table 1.1 shows the number of sexual harassment cases being reported to the Labour 
Department and Table 1.2 shows the number of reported cases to the police.  
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Table 1.1 Sexual harassment cases reported and resolved by the Labour 
Department, Malaysia 















Table 1.2 Cases of sexual harassment reported to the police 















This was confirmed by then Deputy Resources Minister Datuk Abdul Rahman Bakar 
that only 2% of the country’s 11.6 million workers have reported sexual harassment in 
the workplace, which the authorities believe is too good to be true (Zarina, 2007,  p.27). 
On the same note, the minister believed that many people did not report sexual harassment 
in the workplace as the victim feared a backlash from colleagues or superiors, were too 
embarrassed or were unaware of their rights under the law (Zarina, 2007, p.27). In June 
2008 the then director-general of Industrial Relations admitted on NTV7 (a local 
television channel) that his department’s low statistics do not give a genuine picture of 
the reported cases of sexual harassment (Lim, 2008, p.22).  
 
If such figures are anything to go by, the awareness created by the Code of Practice, 
the latest amendment to Employment Act 1955 and the updated Public Service 
Department’s circular did indeed, to a certain extent, offer the much needed protection 
and encouragement to the victim of sexual harassment to employ their rights and to be 
respected as a person. 
 
1.2.1 Reported cases of sexual harassment in the media 
The earliest reported case of sexual harassment in Malaysia was in the 1950s when a 
group of women estate workers in Klang and Sitiawan went on a strike in protest of being 
sexually harassed (Wani, 2001).  
 
However, due to the nature of the act itself and in protection of the victims and 
reputation of the organisation, disclosures of sexual harassment cases to the public are 
12 
generally not allowed and treated as confidential.  Victims who had taken the step to file 
a case in the Industrial Court for unfair or constructive dismissal and those who had made 
a police report had attracted the media’s attention.  Cases of sexual harassment were also 
reported in the local media especially if it involved a prominent figure or an established 
prominent organisation whereas cases involving the general public were reported 
sparingly.  
 
As explained by Thornton (2002 as ed in McDonald, 2012, p.5), the incidence of 
severe cases of harassment that makes newspaper headlines and the routine, everyday 
instances raises predicaments for law, research and policy because a “single, sexualised 
heterosexual act, with its blatant lasciviousness and lust, invariably trumps a succession 
of seemingly trivial put downs, even though the latter may reveal more about structural 
discrimination on the grounds of sex than the former” (Mc Donald, 2012, p.5). Although 
high profile sexual harassment cases were more visible, in a way it did legitimise and give 
voice to the issue of sexual harassment.  
 
The two famous cases that got the media and the public attention were the cases of 
Jennico Associates Sdn Bhd vs Lillian Theresa de Costa (1997) and Sitt Tatt Bhd vs Flora 
Gnanapragasam & Another (2002).  Both cases were filed in the Industrial Court. In 
Lillian Theresa de Costa’s case, the decision taken saw that sexual harassment in the work 
environment was perceived as an offence for the first time in Malaysia which became a 
landmark case (“Landmark Case in”, 1997, p.1). Unfortunately, the Court of Appeal 
dismissed an appeal by Lillian Theresa De Costa against a High Court decision quashing 
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an Industrial Court order in her favour for constructive dismissal after an alleged sexual 
harassment by the company’s managing director (“Appeal by ex-company”, 2003, p.3). 
 
In the case of Sitt Tatt Bhd vs Flora Gnanapragasam & Another (2002), the High Court 
had upheld the decision of the Industrial court which had awarded about RM50,000 to a 
female executive who was constructively dismissed due to sexual harassment by her 
superior (“Sexual harassment- Court”, 2005, p.24).  
 
The third high- profile case involved a senior politician’s alleged interference in a 
sexual harassment case involving a high-ranking German expatriate of a pharmaceutical 
company based in Penang. The German expatriate had left the country even before the 
case was mentioned in court.  The expatriate had sexually harassed an employee. The 
news reports basically reported the investigation done by the State Anti-Corruption 
Agency on the issue and the findings of the investigation which in total amounted to 13 
news reports in the year 2003 (“Probe into complaints”, 2003, p.8). 
 
The next equally attention-grabbing sexual harassment case was one involving an 
official from the Malaysian Amateur Athletic Union (MAAU) who had allegedly sexually 
harassed a woman liaison officer at an international athletics meet (“Meeting postponed”, 
2008, p.62), there were a total of eight reports in the year 2008, covered under the sports 
section by male reporters. The news reports carried out the inquiry into the case by 
MAAU and after the outcome of the case, only one news report had highlighted the 
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dissatisfaction of the outcome as it was a mere international ban for the officials involved 
as it was difficult to find the required evidence (Devinder, 2008, p.62). 
 
Other prominent cases reported were the case of S. Sivalingam vs Northern Telecom 
Industry Sdn Bhd Penang (1980). The claimant was alleged to have molested an amah in 
the women’s toilet on a number of occasions; due to the absence of evidence, the 
Industrial Court ruled that the allegation against the claimant was not proven (De Lima, 
2003, p.6). Ahmad Junaidy Yahya, the then deputy director of the Malaysian Tourism 
Promotion Board’s representative office in Taiwan, was arrested for molesting a female 
shop assistant in Taiwan. He was then released by the police after he apologised to the 
victim (“Ministry waiting for”, 2008). 
 
Complaints of sexual harassment were filed against a Chinese education activist Loot 
Ting Yee by a female journalist (“Chinese educationist’s resignation”, 2008), which 
finally led to his resignation from all the posts he held. Another case involving a General 
Manager with Copthorne Orchid Penang Hotel who harassed his female employee in the 
hotel kitchen by a sudden lifting of her right leg that caused her cheongsam uniform to 
part in the presence of other workers (The Copthorne Case, n.d.). In the midst of criminal 
proceedings for outrage of modesty, the perpetrator in question left the country, leaving 
the case unresolved. Nevertheless, the female complainant continued to fight the case in 
court and after an arduous seven-year battle, the industrial court finally awarded damages 
for wrongful dismissal. 
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Individual victims who lodged a police report also received the media’s attention but 
these reports were done sparingly.  A case in point is that of a civil servant in Negeri 
Sembilan who claimed that her two co-workers who were officers at the Jempol District 
Office had sexually harassed her (Anonymous, 2001). A cook had been remanded over 
the sexual harassment of a 15-year-old girl who was working at the same eatery after she 
lodged a police report (“Cook remanded over sexual harassment”, 2004, p.12). 
 
Via letters to the editor, a female employee had complained about her male colleague 
verbally harassing her by making comments about her physical features, sex life and her 
bra (S.K.A, 2006, p.92). A patient had filed a complaint of sexual harassment against a 
radiographer and later was offered money to retract her police report (“Cops to quiz two 
doctors”, 2009). A former Air-Asia station chief is under investigation for sexual 
harassment, over a sexual harassment report that was lodged by a 31-year-old stewardess 
("Airline man under”, 2009, p.6).   
 
There were quite a number of news articles especially in the year 2010 that highlighted 
the occurrences of sexual harassment in schools and the issue of cyber harassment. In 
particular, the need for parents and teachers to educate children about sexual harassment, 
from recognition to prevention and protection (“Headlines: Licensed school”, 2010).  
 
There were also reported cases of the issue of sexual harassment of women on public 
transport especially during peak hours, followed by the issue of protection for women 
from sexual harassment when travelling on public transport, communicated a larger 
16 
depiction of what is sexual harassment.  These news stories had also emphasised the 
government’s effort in curbing sexual harassment on public transport i.e. as a positive 
step, the government had introduced a special “Coach” only meant for ladies in commuter 
trains to help curb the problem  (Nor Shahid, 2010, P.19).  This proves that incidences of 
sexual harassment do occur in various environments and not just in the workplace.  
 
1.2.1.1 Illustration of cases of sexual harassment that were filed via Human 
Resources, Industrial Court and those not filed: 
a) Cases that are settled using the companies’ in house industrial relation mechanism. 
i. A male staff making an obscene gesture at a female colleague.  The woman 
reported this to her section head who tried to settle the matter amicably between the two 
parties.  The offender explained why he did it but the woman refused to accept his 
explanation. The case was about to go up to the General Manager when the Human 
Resources Manager came to know about it from the supervisor and decided to talk to both 
parties.  Finally, the harasser agreed to write an official apology to the complainant to 
resolve the matter. 
 
ii. Several female production operators complained that a male junior assistant makes 
suggestive non-verbal gestures, namely, he would put his hands suggestively in his 
trousers pocket, while looking at them. They reported him to a female supervisor rather 
than their own supervisor because he was a male. The female supervisor passed the report 
to the Personnel Manager who called the harasser in to explain his gestures. The latter 
was given a verbal warning and told not to repeat the offence again. 
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iii. A pregnant contract worker was molested by a male permanent staff member.  The 
latter had approached the woman when she was alone in a room, made lewd comments 
about her baby being in a ‘wrong’ position and started to touch her stomach under the 
guise of correcting the baby’s position.  The woman quickly left the room in a state of 
shock, quickly walking down a corridor towards the pantry. The harasser followed her 
and continued with his remarks and attempts along the corridor.  The woman reported the 
incident to Human Resources but by the time the domestic inquiry took place, she had 
reached the end of her contract term and left the company.  Nevertheless, the harasser was 
found guilty and was duly demoted. 
 
b) Cases of sexual harassment that were brought to the industrial court.  
i. Industrial Court Award No. 249 of 1996 (Industrial Law Report 2 1996 17) 
A male employee with 25 years of service with the company was charged with 
outraging the modesty of a female employee in a lift after the female (temporary) 
employee complained to her supervisor that while she and the man were in the lift, he had 
pulled her hand and touched her body.  Furthermore, after this incident, he had attempted 
to get close to her on several occasions. The employee concerned denied the accusation. 
The court noted that an eyewitness was available – a co-worker of the complainant.  It 
disregarded the findings of the domestic inquiry as it was tainted with prejudice in that 
the Inquiry Panel had improperly put leading questions to the harasser.  It also found that 
the harasser did not appear to be a truthful witness and therefore, the Court upheld his 
dismissal, concluding that this was a serious offence which could not be condoned by 
whatever the circumstance. 
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ii. Industrial Court Award No. 606 of 1996 and High Court Decision (1998) 3 CLJ 
583 
The claimant was a Director of Operations of a hotel in the process of construction 
who claimed constructive dismissal after resigning from the company. She alleged that 
the Managing Director, her superior officer, had harassed her by kissing and touching her 
(he had grabbed her from behind and fondled her breast) on two occasions. After she told 
him to stop the offensive behaviour, she was subjected to verbal harassment and fault 
finding until she buckled under the pressure and submitted her letter of resignation. 
 
The Industrial Court decided that, although there were no witnesses or other evidence, 
the claimant was on the balance of probabilities, telling the truth.  It also said that the 
claimant’s statements were substantially consistent, convincing and credible and that it 
was inconceivable that she would make up such accounts of the incidents.  Thus, the 
Court found that the claimant had been constructively dismissed. However, when the case 
was brought up to the High Court. The High Court decided that there was no evidence 
that these incidents had taken place and therefore quashed the decision of the Industrial 
Court. The complainant has since appealed to the Court of Appeal which unanimously 
rejected the case on April 11, 2003. 
 
c) Cases of sexual harassment that was never brought up to Human Resources or 
Industrial Court by the complainants but disclosed to the women’s aid group. 
i. A female clerk said that a male manager would always flatter and invite her out.  
She expressed feelings of hate and anger as she did not like the harasser so she turned his 
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invitations down politely.  He still propositioned her even though she had since married 
and her husband was a co-worker.  She was afraid to report the incident as the perpetrator 
works in the human resources department and had influence in that department. 
 
ii. A 30-year-old female manager related an incident involving non-verbal 
psychological harassment. The alleged harasser was a 40-year-old male Assistant 
Manager who had a reputation in the office for constantly talking about his ‘nightlife’. 
He would also often invite the more junior male staff in the unit to go along with him to 
these places.  These men have complained, albeit behind the alleged harasser’s back, of 
his unwanted invitations but they were reluctant to reject him outright because he was 
older and more senior in rank than them.  She said the other women in the unit were also 
unhappy with his ‘talk’ and tried to stay away from him.  In addition to his suggestive or 
lewd language, he would stand very close behind her on the pretext of looking at her work 
or computer.  She was very traumatised by such incidents and could not sleep well at 
night, was fearful of going to meetings along with him and did not dare stay back after 
work if he was around. 
(Source: Ng, Zanariah & Maria, 2003) 
 
While definitely, a range of preventions would be important to eliminate sexual 
harassment, a crucial step is that the victims report the behaviour so that some action can 
be taken (Brooks & Perot, 1991).  Unless employees are willing to initiate those 
procedures, a company’s policies and procedures designed to deter sexual harassment 
will be ineffective (Riger, 1991). If the victims do not report their experience with sexual 
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harassment, the offender cannot be apprehended and/or punished, and the behaviour is 
likely to continue (Brooks & Perot, 1991).  
 
It also appears that the decision to report sexual harassment is a complex and difficult 
one (Bryne & Arias, 2004), thus it is important to consider under what conditions will the 
victim, report the act with the inherent obstacles in doing so (Sabitha & Sharifah, 2008). 
In her review of 30 years of sexual harassment literature, McDonald (2012, p.11) 
concluded that the critical factor “in the context of under-reporting is to understand what 
might constitute effective individual forms of resistance and in exploring the apparently 
competing explanations of why sexual harassment continues to be underreported” 
.  
The factors related to under reporting of sexual harassment reflects a combination of 
individual and organisational factors.The identified individual factors are perception of 
sexual harassment and self-efficacy. The organisational factor points to organisational 
tolerance for sexual harassment which is generally conceptualised as a climate for sexual 
harassment in the organisation. 
 
1.3 Research Objectives 
The main objective of the study is an attempt to explain why victims of sexual 
harassment fail to report a sexual harassment act to an organisational authority. This study 
ascertains reporting at the individual level within the Malaysian context, and to identify 
what are the organisational and individual predictors that influence the intention to report 
among Malaysian women employees.  In particular, this study attempts to confirm 
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whether self-efficacy, organisational climate and perception are significant predictors of 
intention to report sexual harassment among the women employees within the Malaysian 
context using the theory of planned behaviour.   
 
Even though an increasing number of studies have explained why targets of sexual 
harassment do or do not report incidents of sexual harassment yet literature has not yet 
sufficiently addressed factors such as self-efficacy, perception and organisational climate 
in the context of intention to report sexual harassment. 
 
This study also attempts to clarify the ambiguous aspects of sexual harassment, in 
order to give human resource personnel a more fine distinction in understanding the 
victims’ subjective perception of sexual harassment. Clarification of victims’ personal 
understandings/perception of sexual harassment will offer greater insight into their 
reaction and its impact on the organisations, and vice versa.  Underlining the pressing 
need for management to be more proactive in the prevention of sexual harassment by 
ensuring that the practices within the organisation are ethical and action will be taken 
against wrongdoers. Both employees and employers have the moral obligation to 
maintain an organisational climate that is free of sexual harassment.  
   
To the best of my knowledge, there is no research done in determining the factors that 
influence intention to report sexual harassment using the theory of planned behaviour in 
Malaysia, furthermore, there are also very limited empirical studies on reporting/whistle 
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blowing in Malaysian organisations (Syahrul, Smith & Zubaidah 2009).   Thus, this study 
contributes to the paucity of research on the topic of intention to report sexual harassment. 
 
This study will focus on Malaysian women employees in an academic context; 
whereas previous studies in Malaysia were mainly focused on the context of women in 
government administration and manufacturing (Fonny, Zahari & Syed, 2013) and by 
itself the result may be different in different context. 
 
Therefore, the objectives of this research are as follows:- 
i. To discover if the respondent has the intention to report  sexual harassment   
ii. To identify if perception, organisational climate and self-efficacy influence the 
respondent’s intention to report  sexual harassment  
iii. Finally, in extending the theory of planned behaviour to include the construct 
intention to report sexual harassment and to test the construct’s validity.  
 
1.4 Research questions 
Following upon the said objectives, five research questions have been formulated for 
the purpose of this study:- 
i. Does the respondent have the intention to report if faced with sexual harassment? 
ii. Does the respondent’s perception have an influence on the intention to report 
sexual harassment? 
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iii. Does the organisational climate have any influence on the intention to report 
sexual harassment? 
iv. Does the self-efficacy of the respondent have any influence on the intention to 
report sexual harassment? 
v. Does the theory of planned behaviour effectively measure intention to report 
sexual harassment? 
 
1.5 Significance of the study 
In the last few years and with the introduction of the Employment Act 1955 
(Amendment) Bill 2012, sexual harassment in Malaysia had emerged as a key issue with 
important ramifications for organisations in particular and the society at large. In view of 
the higher percentage of women employees in the labour market and the high 
administrative cost related to sexual harassment, studies addressing strategies for 
reducing such expenses has become a critical human resource-related issue. 
 
The findings of this study intend to highlight the fact that the choice of remaining silent 
versus using “direct voice” is a function of personal choice as well as an organisational 
factor (Keenan, 1990, p.233).  This study helps in identifying the critical factors in the 
organisational climate that have an impact on the employees’ willingness to provide 
accurate behavioural cues concerning how they actually feel about sexual harassment. It 
is also important to understand and determine if Malaysian women are able to identify 
what are the behaviours that constitute sexual harassment i.e. the level of awareness in 
order to be able to effectively deal with the issue, especially among female administrative 
staff in an academic setting.  
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Conversely, given that most of the research on sexual harassment has been conducted 
in western countries, especially in United States of America (USA), the findings may or 
may not be generalised to other cultures, additionally; legislation on sexual harassment in 
Malaysia is still at an infant stage in comparison to the USA. 
 
To the best of my knowledge, there are few studies as of date that has examined self-
efficacy as a variable that may predict intention to report. This paper makes a further 
contribution by measuring the individual’s self-efficacy to determine its influence on 
intention to report sexual harassment and in the process extend Knapp, Ekeberg & 
Dubois’s (1997) comprehensive model of victim reporting, to include the variable self-
efficacy.   
 
If it’s proven that self-efficacy has a substantial impact on intention to report, it will 
help in understanding/identify the individual characteristics of the employee that 
empowers them to report or not report a sexual harassment act.  Assertiveness relates to 
action-taking behaviour, it is a behaviour that can be taught (Adams-Roy & Barling, 
1998).  Thus, the development of self-efficacy is important because research shows that 
a strong self-efficacy can drive strength, self-confidence, responsibility and commitment. 
 
Furthermore, there is no research done in determining the factors that influence 
intention to report or reporting of sexual harassment using the theory of planned 
behaviour in Malaysia and so far, there is only one study (Gallus, 2010) an unpublished 
PhD work done in the western context.  The findings will provide additional evidence for 
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the use of the theory of planned behaviour as a theoretical framework for explaining 
intention to report sexual harassment.  
 
Societal cultures and the organisational environment generally do influence reporting 
of sexual harassment. Workers with various cultural backgrounds and socio-economical 
influence have a distinctive perspective on what is moral or immoral behaviour (Chen, 
2001).  Overall, the Theory of Planned Behaviour has cross-cultural applicability, but the 
constructs within the theory does vary in importance among different ethnic groups 
(Walker, Courneya & Deng, 2006).  The study will identify if such a difference does exist 
within the Malaysian context among the constructs. 
 
The study raises the issue whether employees in Malaysia share the same view as 
Western employees on the factors that influence reporting sexual harassment (Chiu, 
2003). The supposition behind testing conclusions found in US studies is to ascertain 
whether the experience of sexual harassment is sufficiently convincing to transcend the 
cultural diversity by similarly impelling the Malaysian reactions (Merkin, 2008), thus, 
corroborating the theories of sexual harassment.  
 
There is an absence of a national-level evaluation on the intention to report sexual 
harassment measured with either kind of assessment (direct query or behavioural 
experiences); this study intends to fulfil that gap.  Given this, the study explores the 
individual (perception towards sexual harassment and self-efficacy) and organisational 
(organisational climate) factors for underreporting, which would be useful in proposing 
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to the organisation on how decision are made by employees and how best the organisation 
can develop an effective awareness programme on the various avenues of reporting.  
 
The finding of the study will assist the human resource practitioners in conducting the 
appropriate training and awareness programmes on the implemented policies on sexual 
harassment as advocated by the universities and in working towards the formulation of 
more holistic guidelines towards the prevention of sexual harassment incidents. If an 
employee’s intention to report sexual harassment is accurately predicted, it will be 
beneficial for an organisation in its development of an ethical system or training 
programmes that will help the employee to report and on how to use the right channels in 
reporting (Ponnu, Naidu & Zamri, 2008). Information obtained from this study may also 
assist in helping the Ministry of Human Resources on the importance and the crucial need 
to have a specific law on sexual harassment to effectively deal/address the issues. 
 
1.6 Definition of Key Terms 
1.6.1 Sexual harassment   
As per the definition of the Malaysian Code of Practice on Sexual Harassment in the 
workplace, sexual harassment is defined as: any unwanted conduct of a sexual nature 
having the effect of verbal, non-verbal, visual, psychological or physical harassment: (i) 
that might, on reasonable grounds, be perceived by the recipient as placing a condition of 
a sexual nature on her/his employment or  (ii) that might, on reasonable grounds, be 
perceived by the recipient as an offence humiliation, or a threat to her/his well-being, but 
has no direct link to her/his employment (please see Appendix A for the full definition). 
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1.6.2 Perception of sexual harassment 
Perception of sexual harassment is defined from the perceiver’s viewpoint when the 
respondents perceive that the behaviour in question is actually wrongful i.e. that it is 
illegal, immoral or illegitimate. Perception also depends on how the person defines what 
is sexual harassment, thus determining whether the incident in question is defined as 
sexual harassment or not, as per the behaviours’ listed in the Code of Practice on the 
Prevention and Eradication of Sexual Harassment in the Workplace. 
  
1.6.3 Climate for sexual harassment 
 The study, in particular, is looking at the specific aspects of a climate that creates a 
perception of sexual harassment tolerance indicating that the organisation tolerates sexual 
harassment, does not appropriately punish perpetrators or intolerance whereby the 
organisation does not tolerate harassing behaviours and discourages sexual harassment 
through rules, policies and procedures.  
 
1.6.4 Self-efficacy 
Self-efficacy measures the respondents’ confidence in utilising assertive responses in 





1.6.5 Intention to report 
Intention to report is measured when an individual has the intention to report the sexual 
harassment act at least to a friend/colleague or university official e.g. one’s department 
head or senior faculty members, in comparison to a more passive one such as disregarding 
the occurrence or telling no one. 
 
1.7 Outline of the thesis 
The rest of the thesis is organised as follows.  
Chapter 2 discusses the constraints in the Malaysian legislation system in defence of 
sexual harassment, differential of perceptions between the Ministry of Human Resources, 
the women’s activist group and Malaysian Employers Federation, the need for legislation 
on sexual harassment in Malaysia and the comparison of legislation against sexual 
harassment in the workplace in South Asia and South East-Asia countries. 
 
Chapter 3 provides discussion on the global perspective on sexual harassment and the 
various theories involved. Each independent and dependent variable will be discussed 
within the framework of the theories, as a result, proving the current study’s research 
framework. It also depicts the development of the hypotheses tested in this study.  
 
Chapter 4 outlines the research design, research site, population of study and the 
measurements used in this study. This chapter also discusses sampling method, data 
analyses of the pilot study and the statistical analyses used for the actual data analysis.  
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Chapter 5 presents the results of the statistical analyses and hypotheses testing.  
 
Chapter 6 discusses the findings from the analyses of data. 
 
Finally, summary of research, theoretical, managerial and policy implications, 














CHAPTER 2: THE CONSTRAINT IN THE MALAYSIAN LEGISLATION 
SYSTEM IN PROTECTION AGAINST SEXUAL HARASSMENT 
 
2.1 Introduction 
The initial effort to have sexual harassment acknowledged as a workplace misconduct 
in Malaysia, dates back at least to 1939s when a strike was organized by the Klang Indian 
Association against sexual harassment of female workers (Zarizana & Ng, 2001). Despite 
the fact that sexual harassment in the workplace was a very real problem back then,  little 
has been done till date in terms of establishing an anti-sexual harassment law (De Lima, 
2003, p. 6).  
 
 
2.2   The existing legal system on issues of sexual harassment 
 
Presently there is no individual legislation that specifically deals with the issue of 
sexual harassment in the workplace in Malaysia (“Drop in sexual”, 2006, p.28 & Nair, 
2007, p.23). Before the launch of the Code of Practice on the Prevention and Eradication 
of Sexual Harassment in the Workplace (Code of Practice), issues’ concerning sexual 
harassment in the working environment has been considered under different types of 
legislations, namely, the administrative laws, circulars, standing orders, criminal laws and 
labour laws (Muzaffar, 2013).  These various legislative channels did give the victim 





In Malaysia, public sector workers follow the Public Service Department (PSD) and 




2.2.1 The use of criminal law in battling issues pertaining to sexual harassment in 
the work environment.  
There is no provision in the Penal Code criminalizing sexual harassment as per the 
definition of the Code of Practice (Lim, 2008, p.22 & Cruez, 2009, p.20). The provision 
in the Penal Code covers crimes of sexual nature, i.e. “outraging modesty, dishonouring, 
insulting modesty, rape, assault and battery”. In most cases, if the sexual harassment act 
does not involve physical injury or sexual assault, it can be difficult to be proven in a 
court of law (Nair, 2007, p.23). 
 
As such, making sexual harassment a police case might be ineffectual in light of the 
fact that the police can only investigate if it involves physical violence for which there is 
clear evidence of bruises and injury (Ng, Zanariah & Maria, 2003; Nair, 2007, p.23; 
Sarvinder, 2009). Additionally, sexual harassment can be quite traumatizing as it involves 
repetitive acts but when viewed separately it is "not serious". This is because the criminal 
law looks at each incidence individually, not taking into account the accumulative effect 
of sexual harassment (Ng, Zanariah & Maria, 2003). The police generally, may not 
investigate and might refer the case directly to the magistrate or the deputy public 
prosecutor, who may then issue a request to the police to begin an investigation.   
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There have been criticisms of the use of the Penal Code in sexual harassment cases, an 
essential one being that the complainants are frequently left to their own strategies and 
need to battle the fight themselves as best they can use these provisions, and secondly, 
the complainants would in any case still require some type of validating proof and 
conceivable witness to the sexual harassment act/acts (Ng, Zanariah & Maria, 2003, p42).  
Thirdly, the complainant also has to fit her/his experience of it within the fairly 
constrained existing legislative and common law context (Ng, Zanariah & Maria, 2003, 
p42) lastly, the prerequisites in proving the case is high in particular, proving the offense 
beyond reasonable doubt (McCann, 2005; Muzaffar, 2013; Ashgar, 2006a, p.4).  
 
Nevertheless, some sections in the Penal Code can be used to make a case out of sexual 
harassment: 
 Section 354  which provides for the use of criminal force to a person with intent 
to outrage modesty; 
 Section 377 which provides for unnatural offences against a person; 
 Section 351 which provides for assault; 
  Section 509 (Amendment Act A 727) which provides for the use of words or 
gestures intended to insult the modesty of a person; 
 Section 377D which provides for outrage of decency;   
 Section 350 which provides for the use of criminal force without the person’s 
content;  
 Section 376 which provides for rape ;  
 Section 503 which provides for criminal intimidation  and 
 Section 355 which provides for assault or criminal force with intent to dishonour 
a person  
(Source: Ashgar, 2006, p.4; Selvarani & Tan, 2007, p.18) 
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2.2.1.1 The Penal Code 
 
Section 354 
Section 354 of the Penal Code reads as follows: 
“Whoever assaults or uses criminal force to any person, intending to outrage or 
knowing it to be likely that he will thereby outrage the modesty of that person, shall be 
punished with imprisonment for a term which may extend to ten years, or with fine, or 
with whipping, or with any two such punishments”.  
 
Section 351 
Section 351 of the Penal Code reads as follows:  
“Whoever assaults or uses criminal force to any person, intending thereby to dishonour 
that person, otherwise than on grave and sudden provocation given by that person, shall 
be punished with imprisonment for a term which may extend to two years, or with fine, 
or with both”.  
 
Section 509 
Section 509 (Amendment Act A 727) of the Penal Code reads as follows:  
“Whoever, intending to insult the modesty of any woman, utters any word, makes any  
sound or gestures, or exhibits any object, intending that such a word or sound shall be 
heard, or that such gesture or object shall be seen by such woman, or intrudes upon the 
privacy of such woman, shall be punished with imprisonment for a term which may 
extend to five years or with fine or with both”. 





A noteworthy alteration was made to the Penal Code, in 2006, pertaining to the issue 
of sexual harassment in the workplace where a new sub – section was added under section 
375 of the Penal Code reads as follows: 
 “It strongly states that a man is said to have committed “rape” even with her consent: 
when the consent is obtained by using his position of authority over her or because of 
professional relationship or other relationship of trust in relation to her”.  
 
The new sub – section 375(f) of the Penal Code reads as follows: 
 “Deals with new categories of rape, where sexual intercourse had with the consent of 
a woman will become rape if: (a) her consent was obtained by the offender “using his 
position of authority over her”, or (b) her consent was obtained “because of professional 
relationship”, or (c) her consent was obtained because of “other relationship of trust in 
relation to her”.  
The purpose of this new sub – section is to catch wrongdoers who mishandled their 
positions or trust in circumstances that would vitiate the consent and therefore amount to 
rape (Muzaffar, 2014, p.27). 
 
 
2.2.2 Labour Laws  
 
Neither the Employment Act 1955 (before the (Amendment) Bill 2012) nor the 
Industrial Relations Act 1967 uses the term ‘sexual harassment’. Therefore, redress must 




2.2.2.1 The Employment Act 1995 (before the (Amendment) Bill 2012) 
 
It should be noted that this Act only applies to West Malaysia as employees in Sabah 
and Sarawak (East Malaysia) are covered under their own labour ordinances and public 
sector employees, consisting of civil services, statutory bodies and local authorities are 
also exempted from the Act. 
 
 
Article 1 of the First Schedule to the Employment Act defines an ‘employee’ as any 
person who has entered into a contract of service with an employer under which her/his 
wages does not exceed RM1, 500.00. Article 2 provides “an exemption to the wage 
criterion established in Article 1 for persons who are engaged in manual labour, the 
operation or maintenance of any vehicle for the transport of passengers or goods, engaged 
as a domestic servant or supervise other employees engaged in manual labour”. 
 
 
Section 14 of the Employment Act covers an employee who is under threat and 
therefore can be utilized in sexual harassment cases. Section 14(3) of the act reads as 
follows:  
“An employee may terminate his contract of service with his employer without notice 
where he or his dependents are immediately threatened by danger to the person by 
violence or disease such as employee who did not by his contract of service undertake to 
run”. 
Section 14(1) of the Employment Act enumerates the grounds on which a lawful 
termination may occur: 
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“An employer may on the ground of misconduct which is inconsistent with the 
fulfilment of the express or implied conditions of his service, after due inquiry: 
a) dismiss without notice the employee; or 
b) downgrade the employee; or 
c)  impose any other lesser punishment as he deems just and fit, and where a 
punishment of suspension without wages is imposed, it shall not exceed a period 
of two weeks”. 
 
 
A complainant/victim who feels that she/he has been dismissed, downgraded or 
punished in some way for making a complaint about being sexually harassed or for not 
complying with the demands of the harasser may challenge the decision of the employer 
in the Labour Court. Even, if the complainant/victim feels that the domestic inquiry had 
not supported their claim and was not reasonably conducted, she/he can lodge a complaint 
with the Department of Labour, which is responsible for enforcing the Employment Act. 
 
 
The Director-General of the Department of Labour is accorded with the power to 
investigate the complaint, make orders and exercises this power through the Labour 
Court. However, the Labour Court is not an arbitration tribunal or a court of law. It is a 
quasi-judicial administrative procedure sanctioned by statutory, Section 69(3) of the Act 
which read as follows  “Director-General to inquire into and set aside any decision made 
by an employer under Section 14(1) and make any orders necessary to give effect to 
her/his decision”. 
(Source: Ng, Zanariah & Maria, 2003, p. 45-47; Tengku & Maimunah, 2000) 
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2.2.2.2 The Industrial Relations Act 1967 
 
Whereas the Employment Act is concerned more with the provision of minimum 
benefits the Industrial Relations Act 1967 pertains specifically to the settlement of 
disputes between employers, workers and unions i.e. unfair dismissal, constructive 
dismissal and collective agreement.  It must be noted here that The Industrial Relations 
Act 1967 applies only to the private sector.  
 
(a) Unfair dismissal 
 
A worker who has been dismissed due to her/his failure to respond to the sexual 
advances of a superior or co-worker may lodge a complaint of unfair dismissal and a 
request for reinstatement with the Director General of Industrial Relations within 60 days 
of her/his dismissal. The Director-General will take steps she/he thinks necessary to 
resolve the disputes; where she/he is satisfied that there is no likehood of the dispute being 
settled, she/he shall notify the Minister of Human Resources. The Minister may then refer 
these representations to the Industrial Court for an award. It should be noted that the 
Minister exercises discretionary powers in referring disputes.  
 
 
(b) Constructive Dismissal 
 
Where the employee has found the work environment uncomfortable and insufferable 
due to sexual harassment, or where the management has not dealt adequately with her/his 
complaint and she/he has resigned as a result, she/he may claim constructive dismissal. 
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Constructive dismissal denotes summary termination of the contract of employment not 
by the employer but by the employee due to the employer’s conduct. Constructive 
dismissal is not explicitly recognized in the Industrial Relation Act; nevertheless, it is 
interpreted with reference to the common law principle, and has been held to be within 
the ambit of Section 20(1) which deals with representation on dismissals. Where a 
complaint of constructive dismissal is received by the Director of Industrial Relations, 
she/he will notify the Minister for Human Resources, who may refer the case to court. 
 
 
(c) Collective agreement 
 
Another option exists if the complainant/victim is a member of a trade union and 
sexual harassment is listed as a ground for misconduct and a cause for discipline in the 
Collective Agreement between the union and management.  A Collective Agreement 
which the Industrial Relations Court has sanctioned is deemed an award and it binds the 
trade union and management to the agreement. If the employer has not handled a sexual 
harassment complaint properly, the union, on behalf of the employee, may demand 
compliance with the Collective Agreement. The case would then be heard by the 
Industrial Relations Court under Section 14(d) and Section 56(1). Presently, sexual 
harassment per se is not featured in many of the Collective Agreement despite calls to do 
so by the Ministry of Human Resource and women activist groups. 






2.3 The Code of Practice on the Prevention and Eradication of Sexual Harassment 
in the Workplace 
 
Since the 1980s, the women activist groups in Malaysia have been striving to create 
greater awareness amongst Malaysians to convey more consciousness on the issue of 
sexual harassment (De Lima, 2003, p.6). It is one of the key areas of focus of the Joint 
Action Group Against Violence Against Women (JAG) since it launched its campaign in 
1985. Unlike rape and domestic violence, sexual harassment has only recently been 
articulated and recognized as a social problem. The exposure is given by the media on the 
Jennico Associates Sdn Bhd vs Lilllian Theresa de Costa sexual harassment case in 1997 
and the continual pressure from women activist groups compelled the Ministry of Human 




In August 1999, the Ministry of Human Resources (MOHR), Malaysia launched the 
Code of Practice on the Prevention and Eradication of Sexual Harassment in the 
Workplace (Code of Practice) for employers in the private sector. The Code of Practice 
was the mutual resolution which resulted from a collaboration between the women's 
groups, unions, employers and government.  
 
 
The following is an excerpt from the Keynote Address of Y.B. Dato' Lim Ah Lek, then 
Minister of Human Resources, Malaysia, at the official opening of the National Workshop 
On Sexual Harassment In The Workplace, on 1 March 1999 in Kuala Lumpur: 
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 “There may be no conclusive research findings on the incidence of sexual harassment 
in this country, but we are very sure that the problem does exist at least in certain 
workplace especially those with large female workforce, and we are convinced that the 
situation already warrants due attention and remedial action so that it does not get worse. 
There is ample evidence everywhere that a high percentage of sexual harassment cases 
occurring in the workplace go unreported. Due to embarrassment, helplessness and fear 
of being ridiculed or, worse still, of losing their jobs, most of the victims of sexual 
harassment were prevented from raising the problem and therefore had to suffer in 
silence. ” 
 
The Code of Practice was the first documented effort by the government to 
characterize and tackle the issues of sexual harassment at the work place (“Malaysia in 
urgent”, 2005, p.1). The Code of Practice acts as a comprehensive guideline to employees, 
trade unions and other relevant parties on the protection of the dignity of women and men 
at work.   It is also a handbook for employers to establish an in-house procedure to handle 
issues of sexual harassment that includes a policy statement prohibiting sexual 
harassment in the organisation, a clear definition of sexual harassment, a 
complaint/grievance procedure, disciplinary rules and penalties against the harasser and 
against those who make false accusation, protective and remedial measures for the victim 
(De Lima, 2003, p.6; De Lima, 2003a, p.6).   
 
 
The Code of Practice was extensively promoted by the Labour Department via a series 
of workshops to assist employers in setting up an internal mechanism at their workplace. 
Then again, adopting the Code of Practice was voluntary for employers and MOHR 
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lacked the legal force to compel organisations to adopt the Code of Practice (Sonia, 2008, 
p.27 & Lai, 2007, p.29). As such, it relied heavily on the convincing force of the MOHR 
and the acquiescence of management (Ng, Zanariah & Maria, 2003).   
 
 
Despite the uncertainty of the number of companies that may have adopted the Code 
of Practice since its introduction, the reaction from the employers was not encouraging. 
Then Human Resource Minister Datuk Dr Fong Chan Onn was of the opinion that this 
discouraging response was a sad reflection that many companies were taking the issue of 
sexual harassment lightly (Surenthira, 2004). The minister also commented that the 
campaigns and workshops that were held on sexual harassment received only lukewarm 
response from the companies (Surenthira, 2004). This also denotes that victims of sexual 
harassment in organisations that did not adopt the Code of Practice, had very little avenues 
for complaint or to seek redress, other than to file a report with the police or with the 
Labour Department (Lai, 2007, p.29). 
 
 
In September 2008, then Human Resources Minister Datuk Dr S. Subramaniam,  
announced that sexual harassment will become an offence, when it is incorporated into 
the Employment Act 1955 by early 2009 (“It’s an act”, 2008, p.28). The ministry had 
planned to make it a regulation for all employers to implement the Code of Practice in the 
workplace (“It’s an act”, 2008, p.28). The regulation will make it compulsory for all 
employers to probe into any complaint that is made on sexual harassment and report it to 
MOHR.  The amendment to the Employment Act will also make it the responsibility of 
the organization to assure that the work environment was safe and a procedure was set up 
to handle sexual harassment grievances and conduct in-house inquiries. Employers are 
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also required to appoint sexual harassment officers to probe into complaints made and 
give suggestions for further action (“Special officers to”, 2004, p.2).  
 
The said regulations will provide alternatives to sexual harassment victim to seek 
adjudication with the Labour Department if the victim is not satisfied with the internal 
inquiry, or if the employer fails to investigate their complaint and was gender neutral 
(Vasudevan, Joseph, Gomez & Lli, 2009, p.10). Additionally, under the regulation 
employers are liable to be fined up to RM 10,000 for failing to act on sexual harassment 
complaints (Ng, 2010, p.1). However, for this ruling to take effect,  the Employment Act 
1955 needs to be widened and the first step is to remove the salary limit so that it would 
apply to all employers and employees in the private sector (“It’s an act”, 2008, p.28).   
 
Nevertheless, there was a mixed reaction in making sexual harassment in the 
workplace an offence via the proposed amendment to the Employment Act 1955. The 
women’s groups had applauded the move but with a stipulation, while employers had 
contested, and one expert proposed making sexual harassment an occupational safety 
offence (“It’s an act”, 2008, p.28). 
 
 
Sexual harassment in Malaysia can be understood from the differing viewpoints of the 
Ministry of Human Resources (MOHR), The Malaysian Employers Federation (MEF) 
and the women activist groups. The cohesive and coherent political will in support of 
sexual harassment is reflected in the contradicting statements by the three groups. 
43 
2.4 Differential of Perception between The Malaysian Employers Federation (MEF) 
and the women activist groups 
Then, MEF executive director Shamsudin Bardan had expressed reservations over the 
recommended changes to the Employment Act 1955 as MEF believed that the current 
situation did not warrant for such measures and that sexual harassment cases in the 
workplaces are generally under control as companies have their own procedures for such 
cases (“No to sexual”, 2008, p.19). 
 
 
If there are evidence of sexual harassment and is raised as a serious issue, then the 
harasser may lose his job. But then, employers are also taking a great risk because the 
dismissed employee may challenge the dismissal by taking the case to the Industrial 
Court, which normally would take a year or two, and the complainant/victim may not 
come forward to testify for various reasons (Selvarani & Tan, 2007, p.18). According to 
MEF another problem is that in most cases there is little evidence to support the allegation 
as it occurs in a one-on-one situation (Selvarani & Tan, 2007, p.18). For these reasons, 
MEF does not want MOHR to refer such dismissals to the Industrial Court.  
 
 
MEF feels that MOHR should avoid making “ ad hoc piecemeal amendments” to the 
present legislation, particularly when it involves issues that have a wide-ranging legal 
outcome and a possible negative effect on foreign direct investments (“No to sexual”, 
2008, p.19). Besides, there are no figures or statistics that support the fact that women are 
subjected to sexual harassment by their superiors, co-workers or subordinates and all 
existing figures point in the opposite direction  (“No to sexual”, 2008, p.19).  MEF is of 
the view that the best approach to prevent sexual harassment in the  workplace is through 
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the establishment of preventive mechanism at the company level and not legislation 
(Ashgar, 2006, p.4; Ashgar, 2006a, p.4) and opposes the insertion of sexual harassment 
as a by- law (“No to sexual”, 2008, p.19).   
 
 
According to MEF, the present Code of Practice and the Penal Code are sufficient and 
issues pertaining to sexual harassment need to be handled by way of disciplinary action 
(“No to sexual”, 2008, p.19). MEF’s suggestion was to classify sexual harassment as 
misbehaviour under the current Section 14 of the Employment Act 1955. Then again, 
Section 14 only authorises the employer to take action against the employee for 
misbehaviour, it doesn’t set out an independent complaint process (Lai, 2007a, p.25).  
 
 
MEF disagrees with the women activist groups that they (employers) are not viewing 
sexual harassment as a serious issue just because some of the employers did not adopt the 
Code of Practice (Selvarani & Tan, 2007, p.18). Employers do view sexual harassment 
as misconduct and will take the necessary action if there is an incident in the workplace 
(Selvarani & Tan, 2007, p.18) and guidelines have been drawn up for employers on sexual 
harassment (“Special officers to”, 2004, p.2), they (employers) ought to be given the 
flexibility to set up human resources strategies based on the objective and vision of the 
respective companies (“No to sexual”, 2008, p.19).  
 
 
MEF has been at loggerheads with JAG, the driving force behind the proposed 
legislation of sexual harassment (“Harassed workers”, 2004, p.10). MEF is unable to 
understand why sexual harassment as a form of misconduct should be singled out for 
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action compared to other forms of serious misconduct such as criminal breach of trust 
(“No to sexual”, 2008, p.19). 
 
 
To women activist groups like All Women’s Action Society (AWAM), only a small 
number of organizations have implemented the  Code of Practice which only goes to show 
that employer’s don’t view sexual harassment as a serious issue (Selvarani & Tan, 2007, 
p.18; Loh, 2007, p.14). Most employers do not realise the effects of sexual harassment on 
their staff turnover, employee productivity and ultimately, profit. Workers, who are 
harassed, are emotionally disturbed and won’t be able to pay attention to work, this 
translates into low productivity and employees would seek a transfer or leave the job 
(Selvarani & Tan, 2007, p.18; Loh, 2007, p.14).  The assurance that organizations would 
willfully adopt and implement the code and take affirmative steps in creating a work 
environment that is free of sexual harassment has failed. The reality is that no punitive 
action can be taken against employers for non-compliance (Selvarani & Tan, 2007, p.18; 
Loh, 2007, p.14).   
 
 
The women activist groups felt that the government did recognise the need for 
remedial action but still seems to prefer to work through workplace channels rather than 
enact legislation (“Mandating respect”, 2005, p.18). This is hardly surprising as then the 
Director-General of Labour Datuk Ismail Abdul Rahim was quoted as saying that “the 
introduction of the sexual harassment statute could lead the workplace to become a dull 
and rigid environment and the MOHR’s approach on the issues was adequate” (When it’s 
not”, 2009, p. 5). The lack of understanding the gravity of sexual harassment by the then 
Director-General of Labour Datuk Ismail Abdul Rahim was deeply disappointing as the 
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Labour Department is the main body responsible for ensuring the implementation of the 
Code of Practice (Loh, 2009, p.18). The women activist groups were completely 
disheartened as it was an indication of the lack of understanding of a very serious 
workplace problem affecting many employees, male or female alike.    
 
 
Adding on was the view of then Deputy Human Resources Minister Datuk Abdul 
Rahman Bakar who said that “sexual harassment in the workplace was not serious as in 
comparison to the 11.58 million workers only 254 cases of sexual harassment were 
reported in the last eight years” (Lai, 2007, p.29).  Women’s group like AWAM and 
Women’s Aid Organisation (WAO) said the reported figures were grossly underreported 
as many victims were afraid (Selvarani & Tan, 2007, p.18; Haslinah, 2010, p.21). When 
it comes to sexual harassment in the workplace, the number of reported cases may not 
necessarily mirror the truth on the ground; this has been admitted by MOHR before (Lai, 
2007, p.29; “Sexual harassment cases”, 2011, p.16).  
 
 
This yet again reflects the absence of comprehension of the complexities surrounding 
sexual harassment which amount to the flippant dismissal which should be the key 
concern of the MOHR (Lai, 2007, p.29; Lai, 2007a, p.25). It does not help when even the 
deputy minister human resource and parliamentarians members treat it lightly, what more 
the general public (Selvarani & Tan, 2007, p.18; Loh-Koh, 2006, p.29).   
 
 
In March 2009 the then Director-General of Labour Datuk Ismail Abdul Rahim said 
that MOHR will revise the Employment Act to make it compulsory for employers to 
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investigate and report all complaints of sexual harassment at the workplace to the Labour 
Department (Cruez, 2009, p.20).  The much-awaited amendment on dealing with sexual 
harassment was added on to the Employment Act 1955 (Amendment) Bill 2010 and was 
submitted for its first reading on July 8th, 2010 by the then Deputy Human Resources 
Minister Maznah Mazlan. Regrettably, the Employment Act 1955 (Amendment) Bill 
2010 was withdrawn on October 12, 2010, when it was tabled for a second reading in 
Parliament (Anis, 2010, p.16). Since then, there has not been any conclusive outcome on 
the proposed amendments by MOHR, who was elusive on the matter.   
 
 
Without the amendment, the victims of sexual harassment will continue to face 
difficulties in Malaysia because there is nothing to enforce the employers to act on the 
complaints of sexual harassment and there were also no standard policies and procedures 
on where and how to make a report.  On the other hand, individual government agencies 
such as the Petaling Jaya City Council,  have launched an independently headed 
complaint bureau on reporting issues such as corruption, negligence, mismanagement and 
among others sexual harassment (Sheila, 2010, p.4).  
 
 
In April 2012, a reader via a letter to the editor of The New Straits Times (a local 
newspaper) had stated that the Employment Act (Amendment) Bill 2012 had come into 
force on 1st April 2012 (Balasubramaniam, 2012, p.19). The MOHR seems to be rather 
subtle on this matter, as there was no public announcement of The Employment Act 




2.5 Employment Act 1955 (Amendment) Bill 2012 (Act 265) Part XVA (Section 81A 
to 81G) 
Consequent to the passing of the Employment Act 1955 (Amendment) Bill 2012, 
sexual harassment has now become an offence punishable by law. The amendments will 
enable the victims of sexual harassment to seek legal redress (Vasudevan, 2007, p.13).  
The emphasis was in getting employers to develop pro-active steps to avert sexual 
harassment in the working environment.  The provision for sexual harassment is 




The Employment Act 1955 - Act 265 Part XVA (Section 81A to 81G), provides for, a 
complaint of sexual harassment in the workplace which means any complaint relating to 
sexual harassment made (i) by an employee against another employee; (ii) by an 
employee against any employer; or (iii) by an employer against an employee. Where upon 
receipt of a complaint of sexual harassment, an employer or any class of employers shall 
inquire into the complaint in a manner prescribed by MOHR. Any employer who fails (a) 
to inquire into complaints of sexual harassment; (b) to inform the complainant of the 
refusal and the reasons for the refusal as required; (c) to inquire into complaints of sexual 
harassment when directed to do so by the Director General from the Ministry; or (d) to 
submit a report of inquiry into sexual harassment to the Director General, commits an 
offence and shall, on conviction, be liable to a fine not exceeding ten thousand ringgit” 
(Muzaffar, 2013, p. 81 & 2014, p.27). Under this provision, employers will be fined up 




The provision also calls on employers to appoint sexual harassment officers to 
investigate complaints and to give suggestions for further action (Loh, 2007, p.14). The 
victim can also bring up the matter with the Director-General of Labour Department if he 
or she is dissatisfied with the outcome and a decision will be made by Director-General 
on whether to take up the grievances or concur with the employer’s decision (Vasudevan, 
Joseph, Gomez & Lli, 2009, p.10). If the employer declines to take up the complaint, the 
employer will have to submit a written explanation within 30 days to the victim 
(Vasudevan, Joseph, Gomez & Lli, 2009, p.10).  Disciplinary action will be taken if 
sexual harassment is proven, this can include dismissal without notice, demotion of the 
employee, a two-week suspension without pay or lesser punishment can be imposed (Ng, 
2010, p.1 & Leong, 2010, p.19). 
 
 
However, there are some limited exceptions in the Employment Act 1955 
(Amendment) Bill 2012. It only applies to the private sector in Peninsular Malaysia, 
covers only strict employer-employee relationships, whereas, in reality, today’s 
workplace includes workers such as contract workers, consultants and trainees who may 
not be protected under the Act (Loh, 2008, p.24). The Act also tends to restrict the sexual 
harassment incidents to those in the workplace only, places too much power in the hands 
of the employer whether to open an inquiry into a complaint, does not provide a right to 
appeal on the outcome of a decision of an employer (Sonia, 2014) and it only punishes 
the employers and not the sexual offenders (i.e. the individual employees or harassers), 
who will be dealt with separately/indicted under the Penal Code (“Minister: EA to”, 2008, 




The proposed Section 81C (b) provides that where the harasser is not an employee, the 
employer shall recommend that the harasser is brought before a disciplinary authority to 
which that person is subject to. This may be impracticable as the harasser may be a 
supplier or customer of the employer (or an employee of such supplier or customer) who 
is not subject to any disciplinary authority. It is also unclear whether the proposed 
amendments will apply if a complaint is lodged by the victim's employer to the supplier 
or customer (Muzaffar, 2013, p.82). Furthermore, the proposed amendments also do not 
require the employer to take interim measures to protect the victim and other relevant 
parties during the investigation of the complaint.  
 
 
Despite the debated limitations, the proposed amendments are steps in the right 
direction as they ensure that employers can no longer choose to ignore complaints of 
sexual harassment in the workplace. This is an indication that the government was serious 
in addressing the issues of sexual harassment rather than simply passing the responsibility 
to the employers (Leong, 2010, p.19). However, human resource specialist Maimunah 
Aminuddin, who co-authored the book on A Guide to the Malaysian Code of Practice on 
Sexual harassment in the Workplace with former Labour Department director general 
Datuk Tengku Omar Tengku Bot, felt that codifying sexual harassment won't take care 
of the issue (“It’s an act”, 2008, p.28). She opposes the idea of including sexual 
harassment under the Employment Act in light of the fact that the amendment only 
punishes the employers and not the sexual offenders/harassers (“It’s an act”, 2008, p.28). 
 
 
A more effective measure would be for the ministry to place one section under 
Occupational Safety and Health Act (OSHA) 1994 that requires all employers to 
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implement and execute the Code of Practice. There is potential for the incorporation of 
sexual harassment into the OSHA. The scope of “safety” needs to be widened to 
incorporate protection from sexual harassment in the workplace. For example Section 15 
(2) (e) which refers to “the maintenance of a working environment for employees that is, 
so far as is practicable, safe, without risks to health, and adequate as regards facilities  for 




Moreover, according to Maimunah Aminuddin, this would allow the Department of 
Occupational Safety to ask companies during inspections to produce evidence that it had 
implemented the Code of Practice(“It’s an act”, 2008, p.28). Failure to comply with the 
requirements of OSHA is an offence and on conviction, the employer is liable to a fine or 
imprisonment. The fines for non-compliance under OSHA are much higher than those 
under the Employment Act 1955 and it covers third party contractors such as consultants 
and contract workers (“It’s an act”, 2008, p.28), thus covering some of the weakness of 
the Employment Act 1955 (Amendment) Bill 2012.  
 
 
The number cases reported to the Labour Department is just the tip of the iceberg.  This 
is because the Labour Department has no power to take any specific action except offer 
advice to the employee and his or her employer. 
 




2.6 Administrative Law  
       The Public Officers (Conduct and Discipline) Regulations 1993 (Amendment) 
2002 Regulation 4A (1) 
For the public sector, sexual harassment in the workplace is governed by the Public 
Service Department (PSD) and General Orders (see Circular Guidelines for Handling 
Sexual Harassment at the Workplace No. 2 of 2005) ( Ashgar, 2006, p.4). 
 
The Public Service Department (PSD) had produced comprehensive guidelines on 
sexual harassment, although the existing Regulations 4A on conduct and discipline 
touches on such offence (Hamidah, 2005, p.4). The new guidelines Regulation 4A (1) 
provides a detail definition and categories of sexual harassment, what needs to be done 
by victims, action to be taken against the alleged perpetrators, the implications of such 
behaviour on the civil service and advice to counsellors and department heads (Hamidah, 
2005, p.4). The new guidelines spell out the actions deemed as harassment, as there may 
be civil servants who are unclear on what amounts to sexual harassment. The new 
directive also covers issues such as “ogling or hugging colleagues without their consent, 
sticking out the tongue, lewd hand signs, dirty SMS messages, asking sexual bribes and 
even cracking off-colour jokes” (Anis, 2005, p.16).   
 
This particular regulation provides that an officer shall not subject another person to 
sexual harassment by making any sexual advance or request for sexual favours (quid pro 
quo) (Muzaffar, 2013). An officer also shall not commit any act of a sexual nature to 
another person in any circumstances in which a reasonable person, having regard to all 
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the circumstances would be offended, humiliated or intimidated. This includes any act of 
sexual in nature to another person by way of a statement either orally, written or in any 
other manner (Muzaffar, 2013). Civil servants are advised to record the time of the 
offence, keep offensive e-mails, text messages or other documents as proof and preferably 
let somebody know of the incident (Loh, 2005, p.1). 
 
This regulation also provides that the doing of such act is not limited in the workplace 
or during working hours. As long as the doing of such an act brings the public service 
into disrepute or bring discredit to the public service, it is still considered as breaking the 
regulations. If an officer is found guilty of such disciplinary offence, any one or any 
combination of two or more of the following punishments depending upon the seriousness 
of the offence may be imposed on the officer, namely a warning, fine, forfeiture of 
emoluments, deferment of salary movement, reduction of salary, reduction in rank or 
dismissal. 
 
According to then PSD then director- general Datuk Ismail Adam, a civil servant who 
felt “humiliated, disgusted or threatened” by the “sexual misconduct” of a public servant 
could file a complaint of sexual harassment, he assured that cases would be dealt with 
confidentially (Hamidah, 2005, p.4). Victims of such acts can complain to their 
department heads or counselling officers or make a report at the nearest police station 
(Hamidah, 2005, p.4). Before the new circular was released, there had only been one 
complaint of sexual harassment in the civil service (Loh, 2005, p.1).  With the new 
circular in place, it is hoped that it may lead to more of such cases coming to light (Loh, 
2005, p.1). 
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2.7 The need for legislation on sexual harassment 
 
Although legal redress is available through Industrial Court and criminal indictment is 
made available under the Penal Code against any individual who insults the modesty of a 
woman by word, sound or gesture, not many victims are willing to go through the ordeal 
of this often prolonged and costly litigation (“Mandating respect”, 2005, p.18). As the 
case will be heard in an open court, the victim will be called up to the dock to give 
evidence and this is when the victim is exposed to humiliation and public embarrassment 
(Muzaffar, 2013).  
 
 
Presently, the safest avenue for the victim of sexual harassment is still the Labour law 
via The Employment Act 1955 (Amendment) 2012. The Labour law can be used to 
protect the employees and provide them with an avenue to claim either constructive or 
unfair dismissal in light of their protest to or refusal of sexual harassment (Tengku & 
Maimunah, 2000).   Another effective way to protect these victims is to encourage them 
to join a union but it is estimated that 78% of Malaysian employees were not unionized 
(“Act tough against”, 2008). 
 
 
Even if an organisation has policies and procedures on sexual harassment, a Sexual 
Harassment Act is still obligatory as organisations tend to silent the matter up (Cruez, 
2009, p.20). Also, many of the injured parties see sexual harassment as a personal issue 
concerning themselves and the perpetrator; and not as an organisational issue (Tengku & 
Maimunah, 2000). According to Honey Tan who is also a lawyer without a legitimate 
meaning, nobody will know the full magnitude of sexual harassment; irrespective of 
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whether they are in the private or public sector, the Act would create awareness among 
all the workers (Cruez, 2009, p.20). 
 
 
The women activists group believes that the sexual harassment cases will be on the 
rise when sexual harassment is prohibited by law. This is similar to the Domestic Violence 
Act 1994 which was implemented in 1996; there was a 200 per cent increase in reported 
cases (Sonia & Tan, 2008, p.17). The primary concern here is that there does not need to 
be an increase of reported cases before sexual harassment can be considered as a critical 
issue (Lai, 2007, p.29). The next step would be to amend the Penal Code to give legitimate 
cognizance to sexual harassment and impose a legitimate obligation and accountability 
on employers to guarantee that such cases are managed appropriately.  
 
 
The proposed Sexual Harassment Bill by JAG is more comprehensive compared to the 
Code of Practice and has a more broader definition of “employees” covers all employees 
– in the private and public sector, including education institutions, politicians in 
Parliament and so forth (Loh, 2004, p.13). It is sufficiently wide to cover diverse 
situations “in which sexual harassment could occur, provides victims with access to 
independent legal dispute resolutions, including the establishment of special grievance 
mechanisms to encourage victims to come forward, in a safe and supportive environment, 





Section 2 of the proposed Bill defines workplace as “means any place here a person 
attends for the purpose of carrying out any functions in relation to his or her employment, 
occupation, business, trade or profession and need not be a person’s principal place of 
business or employment including a ship, aircraft, vehicle, and virtual or cyber spaces 
and any other context that results from employment responsibilities or employment 
relationships”. “It also covers sexual harassment in sporting activities, educational 
institutions, and legislative bodies”.  
 
 
If passed, the proposed Bill will bring about significant changes as it addresses two 
fundamental points needed to cope with the sensitivity and complexity of sexual 
harassment in the workplace cases: firstly, it will require all employers to prevent sexual 
harassment by creation of in-house mechanisms and secondly, it will provide victims of 
sexual harassment in the workplace with timely and meaningful access to legal redress 
which can be accomplished through the creations of special tribunal, procedure, remedies, 
counselling, and protection against retaliation and victimization for both victims and 
witness of sexual harassment in the workplace (Muzaffar, 2013). In the long run, 
legislation alone won’t abolish sexual harassment and different endeavours such as 
education, training and outreach programmes are still vital. 
 
 
MEF, long an opponent of any sexual harassment laws, needs to recognize that 
mandating safe and conducive workplaces for all workers is the responsibility of 
employers (Lim, 2008, p.22), but is also in everyone’s interests.  It is of importance that 
the employers communicate their stand on sexual harassment and to create awareness of 
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its negative effects by conducting a series of informative and educative programs (Ng, 
Zanariah & Maria, 2003). 
 
2.8 Comparison of legislation against sexual harassment in the workplace in South 
Asia and South East Asia countries. 
The commitment of governments in the region of South Asia and South East Asia in 
accepting that sexual harassment as workplace violence has been gradually increasing in 
the last few years. Almost all countries in South Asia and South East Asia prohibit sexual 
harassment in its own way. The question here is that how broad or narrow is the definition  
or interpretation of sexual harassment as sexual harassment occurs not only in the 
workplace but beyond the work hours (Osman, 2004: Fineran, 2002 as citied in Kamal & 
Asnarulkhadi, 2011).  
 
 
In most countries, provisions on sexual harassment can be found in criminal codes, 
labour codes, health and safety legislation, anti-discrimination and equal opportunity laws 
(Joseph, 2015). However, these laws/provisions differ greatly in terms of how it’s 
specified and enforced (Sigal Sigal, Gibbs, Goodrich, Rashid, Anjum, Hsu & Pan, 2005). 
Some of these initiatives which were only recently established statutory obligations when 
there were none previously (Haspels, Zaitun, Thomas & McCann, 2001).  Table 2.1 lists 
downs all the different anti sexual harassment initiatives in South Asia and South East 
Asia (Haspels, Zaitun, Thomas & McCann, 2001; Thanenthiran, Racherla & Jahanath, 
2013). However, no initiatives were taken on sexual harassment in the workplace for 
women in Indonesia, Brunei, Myanmar and Laos PDR as of yet. 
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Table 2.1 Anti sexual harassment statute in various countries in South Asia and 
South East Asia 
 
South Asia Countries Anti-sexual harassment statute 
Afghanistan Law on Elimination of Violence against Women      
(2009) 
Bangladesh Labour Code 2006 
Bhutan Labour and Employment Act (2007) 
National Action Plan On Gender (2008-2013) 
Sri Lanka Penal Code (Amendment) Act No. 22 of 1995 
Maldives Bill on Sexual Harassment 2014 
Nepal Constitutional Provision (2007) Act For Gender 
Equality 2006 
Pakistan Protection against Harassment of Women at the 
Workplace Act 2010 
India Sexual Harassment of Women at Workplace 
(Prohibition, Prevention and Redresses) Act, 2013 
South-East Asia Countries  
Cambodia The Labour Law (Article 172)  1997  
Brunei Section 6 Discrimination, Societal Abuse & 
Trafficking in person 
Myanmar Existing Penal Code on crime against women & 
children 
Lao Pdr Existing Penal Code on crime against women & 
children 
Malaysia Employment Act 1955 (2012 revision), Part XVA - 
Sexual Harassment 
Philippines Anti-sexual Harassment Act (1995) 
Indonesia Act 281 of the criminal law that regulates ethics 
Thailand Labour Protection Act (Section 16) 2008 
Vietnam Labour Code of 2012 (Revised and Amended) 
Singapore The  Protection from Harassment Act 2014  
East Timor Labour Code (2012) (revised) 
 
 
In most countries in South Asia and South-East Asia sexual harassment has been dealt 
with by implication as an motion which is a violation of a statute covering a subject other 
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than sexual harassment, such as human rights, non-discrimination, equal opportunity and 
treatment, unfair dismissal, contract law, tort law, or criminal law (Table 2.2)  (Haspels,  
Zaitun, Thomas & McCann, 2001).   For example in Brunei, Indonesia, Myanmar and 
Laos PDR  laws addressing sexual harassment in the workplace falls under the acts that 
generally covers the modesty of a woman. 
 
 
Within the South Asia and South East Asia countries, there is a string of laws that deal 
with sexual harassment, but it can be questioned as in reality how much of assistance do 
these laws provide a women who is a victim of theses offences. This incoherent pool of 
diverse laws is inconsistent and of sub-standard as it does not effectively address the 
varied instances in which sexual harassment could take place. The limitation of the 
definition of sexual harassment or unwanted sexual conduct presupposes the existence of 
authority and the moral ascendancy between the harasser and the victim (Habaradas & 
Araceli, 2007).  Adding on, in some Asian countries, government institutions have made 
no effort to prohibit sexual harassment or assist the victim.   
 
 
The criminal justice system also does not offer an effective option for redress and 
justice, added on with the widespread biases and prejudice against women. As explained 
by sociologists in many Asian countries, sexual harassment is seen as part of workplace 
inequities or other kinds of inequalities related to workplace and gender discrimination 
(Lopez, Hodson, & Roscigno, 2009), thus not viewing sexual harassment as a felonious 
act that requires a separate and specific legislation. 
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Provision for anti-sexual harassment law in the workplace is only found in 
Afghanistan, Bangladesh, Cambodia, Maldives, Nepal, Philippines, Singapore, India and 
Sri Lanka, where else, in Bangladesh, Bhutan, Malaysia, Pakistan, Vietnam and Thailand 
are part of the labour law. Only the Philippines and Singapore have a separate anti-sexual 
harassment act (Thanenthiran, 2012; Thanenthiran, Racherla & Jahanath, 2013).  
 
 
The only country in South Asia that has a law acknowledging that sexual harassment 
as a crime is Sri Lanka (Dilshani, 2007).  In 1995, Sri Lanka amended its Penal Code to 
include sexual harassment, defined according to an “unwelcome” standard. The law states 
whoever, “sexually harasses another person, or by the use of words or actions, causes 
sexual annoyance or harassment to such other person commits the offence of sexual 
harassment” (Haspels, Zaitun, Thomas & McCann, 2001). Placed under Section 345, the 
perpetrator can face a five year prison term, or a fine, or both if convicted under the 
criminal law.  The law applies in public transport, education institutes and workplaces 
which include both public and private sector (Dilshani, 2007).   
 
Even then, a Sri Lankan woman has a whole string of laws that is avail to her that can 
be used against sexual harassment, even the clause against torture could be used (Dilshani, 
2007). For workers in the public sector, the Sri Lanka’s Constitution provides protection 
against sexual harassment through the provisions for equality and non-discrimination and 
the right to engage in a lawful occupation of choice (Dilshani, 2007).  
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Slowly and progressively, the need to provide a clear picture and to safeguard women 
against acts of sexual harassment is coming into recognition for example in the 
Philippines, Singapore and India specific legislation was enacted for unwanted sexual 
advances in the work environment which are a significant step forward to help address 
the issues itself. Though it took some time, these countries understood the seriousness of 
the situation with references to the multitude incidents of sexual harassment to enact an 
Act that exclusively prohibits sexual harassment at any workplace (Thomas, 2015). 
Malaysia has only to look at the examples of the Philippines, Singapore and India to 
understand the need for legislation as advocated by the women activist groups.   
 
 
Very little is being done to tackle the problem of sexual harassment in Malaysia, JAG 
has been pushing for a Sexual Harassment Act, which compels employers to prevent 
sexual harassment and provide victims access to legal redress (Selvarani & Tan, 2007, 
p.18).  It’s time Malaysia gave legal recognition to such unwelcome sexual advances.  
 
 
Table 2.2 The related legislative provisions that deals specifically with sexual 
harassment in the workplace or has the term sexual harassment in it 
 
Laws Countries 
General Criminal Law Indonesia, Loas PDR and Myanmar  
Labour Laws Thailand, Malaysia, Bhutan, Pakistan, 
Vietnam, Cambodia, Bangladesh, East Timor 
Laws Targeting sexual harassment India, Philippines, Singapore, Sri Lanka 
Equality and sex discrimination 
laws 
Afghanistan, Maldives, Nepal 




It can be argued that sexual harassment in South Asia and South East Asia countries 
has its roots in the hierarchical patterns of social relations and gender inequality 
(Thanenthiren, 2012). In the South Asian societies, the social order advocates gender 
discrimination, where women are mostly marginalized and excluded from the decision-
making process, which is considered one of the leading causes of violence against women 
(Sadruddin, 2013).  Traditional gender relations assign women a lower status than men, 
receive lower levels of education and typically not well presented in public decision 
making process (Randhawa, 2010). This ought to change as women today participate to 
a large extent in public life, though traditionally they still pay a subordinate role in the 
society (Niaz, 2003; Sadruddin, 2013). 
 
In order to provide women victims with equal protection of the law and effective 
resolution, most importantly, the existing government’s attitude and policies ought to be 
reversed and an all-inclusive programme with specific procedures should be established.  
At the legislature end, laws must be explicitly enacted that (Niaz, 2003) it covers all 
aspects sexual harassment in the workplace. In practice, the present legal protection can 
be meaningless if it is not enforced in full force. 
 
2.9 Conclusion 
Awareness is the most critical weapon in the battle of sexual harassment in the working 
environment. The only way to create this awareness is to enact the Sexual Harassment 
Act.   Once the harasser knows that his actions are sexually harassing and will result in 
serious ramifications, such as termination or suspension of employment or a pay cut, the 
harassing would gradually decrease (Mano, 2008.).  
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Despite all the endeavours by the women activist groups to get MOHR, MEF and the 
general public to perceive sexual harassment as a serious issue, many overlook the 
severity of sexual harassment and associate it with teasing or a joke (Loh, 2009, p.18), 
often toned down and considered nonchalantly, where offenders are deemed one of the 
lads and victims labelled as troublemakers (Zarizana, 2003, p.9). The women activist 
group feels that the MOHR is not doing enough to safeguard the honour of the women, 
in particular the need for legislation on sexual harassment.  Where else, the MOHR had 
acknowledged the problem and had have taken the necessary step to address the problem 
i.e. the introduction of the Employment Act 1955 (Amendment) Bill 2012 but then 
MOHR’s commitment only goes as far as this. 
 
Incidents of sexual harassment in countries in Asia have certainly demonstrated that 
effective action against sexual harassment in the working environment requires a mix of 
legal support, along with a more severe or harsher prosecution, sufficiently subsidised 
establishments and a better understanding of sexual harassment by all groups. The lack 
of understanding, in turn, influences individuals' comprehension of and empathy towards 
incidents of sexual harassment. The laws only acknowledge a perilous or critical sexual 
offence, or else it is an instance of a "sex scandal". 
 
Given that the workplace ends up being the "home" as more than half of the time in a 
day is spent in the workplace, as such, it is of significant importance to create a positive 
and constructive workplace for its employees (Lekha, Hishamuddin, Maisarah & Low, 
2003).  Hence, any type of unwelcome conduct that undermines the safety or well-being 
of the individual ought to be tended to expeditiously to avoid dire consequences that will 
inevitably impact not only the well-being and efficiency of the individual as well the 
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CHAPTER 3: LITERATURE REVIEW 
3.1 Introduction 
Violence is a sensitive subject for some and this might be the motivation behind the 
reason why it is almost universally under reported (Pina, Gannon & Saunders, 2009). 
Even, in a global setting, the current laws, policies, and procedures against sexual 
harassment heavily depends on victims’ reporting the incident (Di Martino, Hoel & 
Cooper, 2003), moreover, even reported experiences of unwanted sexualized behaviours 
are sometimes not labelled as sexual harassment by the victim (Welsh, Carr, MacQuarrie 
& Huntley, 2006) corroborating underreporting.  
 
An intriguing  aspect of sexual harassment phenomena is that victimized employees 
often respond passively – for example, by denying the harassment, avoiding the harasser 
or treating the harassment as a joke rather than directly – for example, by confronting the 
harasser or reporting the behaviour (Bowes-Sperry & O’Leary-Kelly, 2005).  McDonald 
(2012) in her paper on a review of literature on workplace harassment in European 
countries found that targets of sexual harassment often do not make formal complaints 
through internal organizational procedures or to outside bodies. It has been estimated that 
only 5% to 30% of victims file formal complaints and less than 1 per cent subsequently 
participate in legal proceedings (Joseph, 2015; Wayte, Samra, Robbennolt, Heuer & 
Koch, 2002 as citied in McDonald, 2012; Fitzgerald, Gelfand & Drasgow, 1995). 
 
In Malaysia, despite the assurance given by the Malaysian Employer Federation and 
the protection given by the Ministry of Human Resources i.e. the Labour Department that 
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a sexual harassment complaint would be taken seriously and viewed as serious 
misconduct, formal reporting rates are extremely low. This implies that organization 
efforts to end sexual harassment that rely primarily or exclusively on target/victim 
reporting are unlikely to be successful (Bowes-Sperry & O’Leary-Kelly, 2005). 
 
Reporting is defined as the act of telling an organizational authority for example 
supervisor, or manager about the unwanted or offensive sex-related behaviour (whether 
or not the target/victim explicitly labels this experience as “sexual harassment”) 
(Bergman, Langhout, Palmieri, Cortina & Fitzgerald, 2002).  
 
3.2 Definition of sexual harassment as a construct 
As with many terms, an all-inclusive definition of sexual harassment has proved 
extremely difficult to achieve. Researchers, legal scholars, and policy makers around the 
world have not up to this point, agreed upon a single universal definition (Pina, Gannon 
& Saunders, 2009). In fact, there are also personal definitions of sexual harassment by 
women themselves and these definitions are used by women to make sense of the sex 
related behaviour which constitute to their perception of what is sexual harassment 
(O’Leary-Kelly, 2009).   
 
As of 2008, there are four definitions of sexual harassment which differ in the extent 
to which they define sexual harassment as a subjective and/or objective phenomenon 
(O'Leary-Kelly, Bowes-Sperry, Bates & Lean, 2009) as there is no one single definition 
of sexual harassment (Chamberlain, Crowley, Tope & Hodson, 2008; Joseph, 2015).  
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The psychology and sex based perspective define sexual harassment subjectively 
(O'Leary-Kelly, Bowes-Sperry, Bates & Lean, 2009). In accordance with the psychology 
perspective, sexual harassment is “unwanted sex-related behaviour at work that is 
appraised by the target as offensive, exceeding her resources or threatening her well-
being” (Fitzgerald, Swan & Magley, 1997, p.15). Alternatively, an individual is 
considered to have experienced sexual harassment if he or she feels harassed (whether or 
not the sex-related behaviour is illegal) (O'Leary-Kelly, Bowes-Sperry, Bates & Lean, 
2009).  
 
The sex based perspective defines sexual harassment as “ behaviour that derogates, 
demeans, or humiliates an individual based on that individual’s sex” including 
“seemingly sex-natural acts, such as repeated provocation, silencing, exclusion or 
sabotage, that are experienced by an individual because of sex”(Berdahl, 2007, p. 64). 
 
The legal definition perspective is objective and entails two types of sexual 
harassment:  quid pro quo and hostile work environment. Quid pro quo  sexual harassment 
entails threats made to employment-related decisions (e.g. hiring, promotion, 
termination) on the basis of target compliance with request for sexual favours; whereas 
hostile work environment  involves sex-related conduct that “ unreasonable interferes 
with an individual’s work performance” or creates “an intimidating, hostile, or offensive 




In accordance with the legal definition, an individual is considered to have experienced 
sexual harassment if the sex-related behaviour meets the requirement of either quid pro 
quo or hostile work environment (O'Leary-Kelly, Bowes-Sperry, Bates & Lean, 2009; 
Joseph, 2015). In the case of quid pro quo sexual harassment, the courts will hold the 
employer liable and responsible, even if the employer was not aware of the harassment 
and had clear policies on forbidding such behaviour (Joseph, 2015). Whereas, the hostile 
work environment includes both subjective and objective elements. The subjective 
element is that the target/victim must prove to the court of law that a “reasonable person” 
would be affected in a similar way (Bowes-Sperry & Tata, 1999).  
 
Although legal definitions are the guidelines courts abide by in determining whether 
sexual harassment has occurred, it is clear that such definitions are not all encompassing 
of offensive or harassing behaviours. In other words, the list of offensive or damaging 
behaviours that targets are subject to may not be covered by what is legally considered 
sexual harassment.  Additionally, legal definitions do not allow for the assessment of 
targets' perceptions of the behaviours, and instead, it is left to the courts to decide. 
 
The behavioural perspective defines sexual harassment objectively, i.e. specific sex-
related behaviours are considered sexual harassment whether or not they cause 
psychological discomfort to targets or are illegal (Bowes-Sperry & Tata, 1999). The 
generalisability of the behavioural definition can be seen from three major elements. First, 
the behaviour has to be sexual in nature, second, the behaviour has to be deliberate and 
repetitive and thirdly, it is an unwelcome behaviour (Joesph, 2015). 
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Whereas, Fitzgerald and her colleagues (Fitzgerald, Gelfand & Drasgow, 1995; 
Fitzgerald, Magley, Drasgow & Waldo, 1999) had suggested that sexual harassment is a 
stable behavioural construct consisting of three primary dimensions: one, gender 
harassment, which consists of sexual hostility - insulting verbal and nonverbal behaviours 
that are not sexual but are based on gender, two, unwanted sexual attention - unwelcome 
offensive interest of a sexual nature and third, sexual coercion -request for sexual 
cooperation in return for job benefits.     
 
The differing perspectives on what defines sexual harassment has had most researchers 
using the behavioural definition of sexual harassment, which directly assess the 
targets'/victim’s perception of their experience and also a more comprehensive set of 
behaviours that could be considered harassment. In Malaysia, the Code of Practice on the 
Prevention and Eradication of Sexual Harassment in the Workplace (Appendix A) 
follows both the legal and behavioural perspective which will used as the operational 
definition of sexual harassment in this study. 
 
The Malaysian Code of Practice on Sexual Harassment in the workplace has defined 
sexual harassment as: Any unwanted conduct of a sexual nature having the effect of 
verbal, non-verbal, visual, psychological or physical harassment: (i) that might, on 
reasonable grounds, be perceived by the recipient as placing a condition of a sexual nature 
on her/his employment.  Or (ii) that might, on reasonable grounds, be perceived by the 
recipient as an offence, humiliation, or a threat to her/his well-being, but has no direct 
link to her/his employment.  
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Based on the above definition, sexual harassment may be divided into two categories, 
namely sexual coercion and sexual annoyance; (i) sexual coercion is sexual harassment 
that results in some direct consequence to the victim's employment and (ii) sexual 
annoyance is sexually-related conduct that is offensive, hostile or intimidating to the 
recipient, but nonetheless has no direct link to any job benefit, which is much more 
difficult to define due to its subjective nature (Sabitha, 2005). 
 
Paragraph 8 of The Code of Practice outlines five possible forms of sexual harassment 
and provides examples of such behaviour. These are: 
 Verbal harassment e.g. offensive or suggestive remarks, comments, jokes, jesting, 
kidding, sounds, questioning.  
 Non-verbal/gestural harassment e.g. leering or ogling with suggestive overtones, 
licking lips or eating food provocatively, hand signals or sign language denoting 
sexual activity, persistent flirting. 
 Visual harassment e.g. showing pornographic materials, drawing sex-based 
sketches or writing sex-based letters, sexual exposure. 
 Psychological harassment e.g. repeated, relentless and unwanted social 
invitations, persistent proposals for date or physical intimacy   
 Physical harassment e.g. inappropriate touching, patting, pinching, stroking, 
brushing up against the body, hugging, kissing, fondling, sexual assault. 
 
Within the context of the Code of Practice, sexual harassment in the workplace 
includes any employment-related sexual harassment occurring outside the workplace as 
a result of employment responsibilities or employment relationships. A situation under 
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which such employment-related sexual harassment may take place includes, but is not 
limited to:  
(i) at work-related social functions; 
(ii) in the course of work assignment outside the workplace; 
(iii) at work-related conferences or training sessions; 
(iv) during work-related travel; 
(v) over the phone; and 
(vi) through electronic media. 
 
3.3 The theoretical framework 
It is commonly accepted that there is no one theoretical framework that best explains 
reporting of sexual harassment (Skaine, 1996 as citied in Pina, Gannon & Saunders, 2009; 
Pina & Gannon, 2012; Page & Pina; 2015), it is, therefore, important to consider the 
proposals of several distinct theories. The underlying theories which are used in this study 
are the theory of planned behaviour, theory of whistle blowing and stress appraisal theory. 
The fact is that many of the factors discussed in sexual harassment literature as possible 
influences on reporting of sexual harassment are parallel factors studied in whistle 
blowing literature, as such, whistle blowing research provides a fruitful basis for 
understanding individual’s responses to sexual harassment (Perry, Kulik & Schmidtke, 
1997) The stress appraisal theory is informative in identifying the target responses to 
sexual harassment.  
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Where else, the Theory of Planned Behaviour provides a strong and effective 
theoretical framework for doing so in understanding the psychology of the victim reasons 
for reporting or not reporting a sexual harassment act. Numerous demographic and 
situational/contextual variables have been identified as predictive to reporting sexual 
harassment. Upheld by models in the whistle blowing and stress/coping literature, it 
conveys a paramount suggestion that responses of sexual harassment are dictated by a 
mix of individual and organizational variable (Knapp, Faley, Ekeberg, & Dubois, 1997).  
A better understanding of both sets of determinants provides a better possibility of 
producing the greatest insight about how and why these determinants act to effect the way 
the target/victim responds to sexual harassment (Knapp, Faley, Ekeberg & Dubois, 1997).  
 
Each of the three frameworks is based on the social psychological perspective that 
responses to behaviour may vary not only among individuals but also among various 
situations and organizational contexts (Knapp, Faley, Ekeberg and Du Bois, 1997). 
 
3.3.1 Whistle-blowing theory 
Whistle blowing is defined as “ the disclosure by organization members (former or 
current) of illegal, immoral, or illegitimate practise under control of their employers, to 




Near & Miceli (1985) and Near & Miceli (1995) view whistle blowing as a process 
comprised of four distinct steps, each of which involves a response to a decision taken in 
the preceding step. The first two steps involve decisions that have to be made by the 
whistle-blower, and the latter two steps involve decisions that have to be made by the 
organization in response to the whistle- blowing act.  
 
In the first two steps the whistle-blower has to decide whether the observed 
organizational activity is objectionable or wrongful (i.e. illegal, unethical, or illegitimate) 
and if, the activity is judged to be wrongful, the whistle blower has to then decide whether 
the activity should be reported (Near & Miceli, 1985; Near & Miceli, 1995; Demetriadou, 
2003).  Once the whistle blowing act occurs, the organization has to decide what action 
has to be taken vis-à-vis both on the reported activity and the whistle – blower (Near & 
Miceli, 1985; Near & Miceli, 1995; Demetriadou, 2003).  
 
It has also been conclusively shown that characteristics of the wrongdoing have a 
significant implication on the decision to blow the whistle (O'Leary-Kelly, Bowes-Sperry, 
Bates & Lean, 2009). These characteristics include the type and perceived severity of the 
wrongdoing (Mesmer-Magnus & Viswesvarn, 2005).   Near, Van Scotter, Rehg & Miceli 
(2004); Lee, Heilmann & Near (2004) and Miceli & Near (2002) studies found that sexual 
harassment was perceived as a type of wrongdoing and added on with the severity of the 
act of sexual harassment predicted whistle blowing directly and furthermore, employees 
are more likely to report sexual harassment as a wrongdoing then stealing, waste, safety 
problems or discrimination. 
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Reporting sexual harassment is conceptually similar to whistle –blowing in 
organizations; both are intended to end an illegal or unethical situation (Bergman, 
Langhout, Palmieri, Cortina & Fitzgerald, 2002). Miceli & Near (2002),  Lee, Heilmann 
& Near (2004), Near, Regh, Van Scotter & Miceli (2004) and Peek, Roxas, Peek, 
Robichaud,  Salazar & Codina  (2007) studies have found reporting sexual harassment 
clearly meets the cited definition of whistleblowing. When employing the whistle 
blowing model to sexual harassment situation is that, investigators need not argue over 
the definition of sexual harassment: the harassing behaviour is whatever the whistle – 
blower defines it to be i.e. whether it is illegal or simply illegitimate or immoral in her 
eyes and then reports the wrongdoing to someone who can take action in the workplace 
(Lee, Heilmann & Near, 2004).   
 
Near & Miceli (1995, 1985) and Miceli & Near (1985)  propositioned a general model 
of effective whistle-blowing that incorporates several element that are pertinent to sexual 
harassment: characteristics of the whistle-blower (the target/victim of sexual harassment), 
characteristics of the wrongdoer (the perpetrator of sexual harassment), characteristics of 
the wrongdoing (the severity of sexual harassment) and characteristics of the 
organization. The model proposes that a combination of both individual and 
organizational variable impact whistle-blowing effectiveness.  
 
A variety of individuals-level factors has been associated with the decision to blow the 
whistle. Vadera, Aguilera & Caza (2009) review of whistle blowing literature found that 
certain demographic factors such as role responsibility, job performance, organizational 
position, pay level, education and values yielded consistent results, where else other 
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factors such as gender, age, tenure, one’s attachment to the organization and personal 
morality yielded mixed results.   
 
Demographic characteristics also includes personality variables such as locus of 
control (Near & Miceli, 1985, Chiu, 2003; Wise, 1995 as citied in MacNab & Worthley, 
2008), self-esteem (Near & Miceli, 1985; Starkey, 1998), self –efficacy (Wise, 1995 as 
citied in MacNab & Worthley, 2008) yielded a positive relationship to whistle blowing.  
The findings of these studies found that individual with an internal locus of control, high 
level of self-esteem and self- efficacy believe themselves to be largely in control of their 
outcome and are able to downplay the likelihood of managerial retaliation (Near & 
Miceli, 1985). Such individuals may be more likely to employ initiator-focused response 
strategies to address sexual harassment, as they are more likely to develop positive 
expectations regarding their efforts to end sexual harassment (Gruber & Bjorn, 1986; 
Roth & Fedor (1993) as citied in Knapp, Faley, Ekeberg & Du Bois, 1997).  But then 
again, individuals do not act in a vacuum; contextual factors i.e. organizational 
characteristics also play a critical role in the decision to blow the whistle (Vadera, 
Aguilera & Caza, 2009). 
 
Whistle-blower researchers have identified several organizational characteristics that 
were positively associated with whistle-blowing behaviour, including incidence 
organizational wrongdoing, policies against wrong doing, organizational climate 
discouraging wrongdoing or encouraging whistle blowing (Lee, Heilmann & Near, 2004). 
Likewise, sexual harassment researchers also found that organizational tolerance of 
sexual harassment was related to incidences of harassment, similar to incidences of 
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wrongdoing in the whistle-blowing literature (Bergman, Langhout, Palmieri, Cortina & 
Fitzgerald, 2002).   
 
The impact of individual anticipations concerning the outcome of whistleblowing is 
an important factor.  The individual may be less likely to “blow the whistle” if they 
believe that whistle-blowing is likely to result in retaliation (Near & Miceli, 1995, 1985; 
Miceli & Near, 1985). As suggested by Near & Miceli (1995) “an individual’s force” to 
blow the whistle would be a function of the perceived like hood (“expectancy”) that the 
expected outcome for example management’s consideration to the complaint, ending the 
wrongdoing and no retribution would follow the whistle-blowing action. 
Correspondingly, targets/victims of sexual harassment may be unlikely to report 
occurrences of sexual harassment due to the perceived expectation that they are likely to 
experience retaliation if they report the incident or go up against the harasser (Lee, 
Heilmann & Near, 2004; Miceli & Near, 2002)   
 
Knapp, Faley, Ekeberg & Du Bois (1997) found that despite the fact that whistle 
blowing theories are helpful for gathering a large number of the components needed to 
build up a framework of determinants of responses to sexual harassment, they leave a 
couple crevices, principally due to some unique aspects of sexual harassment.  
 
To begin with, in a sexual harassment situation, the whistle-blower is the casualty of 
the behaviour i.e. the person experiencing sexual harassment. Second, organizations may 
disassociate effortlessly from a perpetrator’s sexually harassing behaviour, as opposed to 
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the numerous instances of whistle-blowing in which the organization may be responding 
to organization-wide practices and decision (Dandekar, 1990).  Finally, the whistle-
blowing literature does not provide for a continuum of responses – the individual either 
reports the behaviour/incident/practice or does not.  
 
Where else, targets/victims of sexual harassment have a variety of possible responses 
available to them, as described in the typology of responses to sexual harassment (Table 
3.1). Because of these gaps in the whistle-blowing paradigm (as applied to sexual 
harassment), Knapp, Faley, Ekeberg & Du Bois (1997) found that the stress and coping 
theory complements the whistle-blowing literature in terms of understanding the 
target/victim responses to sexual harassment. 
 
Table 3.1 Typology of target responses to sexual harassment (Knapp, Faley, 
Ekeberg & Du Bois, 1997) 
                                                        Mode of responses 
                                     Self – response                    Supported response                                                                       
Avoidance/Denial   Social coping 






3.3.2 Stress and coping theory 
 Lazarus and Folkman (1984) were among the first researchers to examine the 
relationship between stress and coping. The definition of stress by Lazarus & Folkman 
(1984) emphasis the relationship between the individual and the environment, which 
takes into account the characteristics of the individual, and the nature of the 
environmental event. The theory of stress and coping identifies two processes, cognitive 
appraisal and coping (Folkman, Lazarus, Dunkel-Schetter, Delongis & Gruen, 1986).  In 
the cognitive appraisal, the individual appraises the stimulus event/situation as either 
irrelevant or threatening (Lazarus & Folkman, 1984) (Figure 3.1).  
 
Figure 3.1 Primary and secondary appraisal of stress (Lazarus & Folkman, 
1984) 
                                 Primary appraisal                     Secondary appraisal 





























In other words, when faced with a stressful situation, the individual will evaluate its 
potential personal relevance and significance in terms of its impact on the individual well-
being (Ntoumanis, Edmunds & Duda, 2009). This process is known as primary appraisal. 
As reviewed by Folkman, Lazarus, Dunkel-Schetter, DeLongis & Gruen (1986) and 
Krohne (2002) the primary appraisal involves considering the degree of threat and anxiety 
posed by a stressful situation. The stressors are stressful only if an individual perceives 
them as such (Bandura, 1977). For example, does the individual have anything at stake in 
this situation? If the situation carries no implication than it is irrelevant, conversely if the 
situation is constructed as a threat than the individual perceives it as a danger and 
anticipates future harm/ loss. However, if the situation is perceived as a challenge, the 
individual sees an opportunity to prove himself or herself (Folkman & Lazarus, 1985; 
Lazarus & Folkman, 1984). Challenge results from demands that a person feels confident 
about (Lazarus & Folkman, 1984). 
 
Primary appraisals are mirrored by secondary appraisals which refer to one's available 
coping options when dealing with stress, i.e., one's perceived resources to cope with the 
demands at hand or the lack of it (Folkman & Lazarus, 1985). When a stressor is perceived 
as relevant and significant, an individual will evaluate the controllability of the stressor 
and his/her resources and options i.e. can anything be done to overcome or prevent the 
stressful situation. Various coping options are evaluated, such as altering the situation, 
accepting it, or facing the situation. The more resources people believe they can enlist to 
counter a potentially troublesome event, the less stress they experience (Lazarus & 
Folkman, 1984). People who believe they are efficacious and capable of surmounting 
obstacles are more apt to regard an event as a challenge to be mastered rather than as a 
threat to be endured (Bandura, 1977).  
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Both primary and secondary appraisal can be influenced by both personal factors such 
as one's values and beliefs about the world as well as their personal resources for coping 
such as their health and problem-solving skills (Folkman & Lazarus, 1985; 1988). 
Lazarus & Folkman (1984) have noted that coping strategies may be more effective when 
they match the characteristics of the person using them. Personality characteristics are 
extremely helpful to the stressed person in areas where there is little opportunity for 
control, for example, sexual harassment (Folkman, Lazarus, Gruen & DeLongis, 1986). 
 
Environmental factors have also been shown to influence the process of appraisal. For 
instance, the nature of the stressor, the duration of the stressor and the availability of 
possible resources such as social support have all been shown to affect (Folkman & 
Lazarus, 1988) the cognitive process of appraisal and ultimately affect how an individual 
chooses to respond when confronted with a taxing or threatening event e.g. when facing 
a sexually harassing situation. Individuals with positive attitudes towards themselves, 
belief in their capacity to control the course of environmental events, and an optimistic 
orientation toward the future tend to believe they possess more resources for coping with 
a stressful situation than do individuals who do not have these attributes. These are the 
individual who would speak up with confidence to the management to put an end to the 
distressing situation.   
 
Another aspect of secondary appraisal is a person’s coping potential. The coping 
process is defined as a person’s constantly changing cognitive and behavioural efforts to 
manage specific external and or internal demands that are appraised as taxing or 
exceeding his or her resources (Folkman, Lazarus, Dunkel-Schetter, DeLongis & Gruen, 
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1986). As opposed to models of whistle blowing, the coping literature gives a more 
extensive evaluation of responses to stressful events (Knapp, Faley, Ekeberg & Du Bois, 
1997).  Stress researchers have differentiated several strategies of coping, with most 
results converging around three dimensions (Kammeyer-Mueller, Judge & Scott, 2009) 
i.e. those aimed at resolving the stressful encounter (problem-focused), efforts to reduce 
one’s strain level without affecting the actual presence of stressors (emotion-focused) 
(Ntoumanis, Edmunds & Duda, 2009) and not thinking about the problem (avoidance-
focused) ( Figure 3.2).  
 








Researchers in the stress literature usually describe problem focussed coping in 
positive terms, and there is evidence that frequent usage of problem focussed coping can 
reduce long term strain levels (Kammeyer-Mueller, Judge & Scott, 2009). Problem 

























by altering the troubled person-environment relation causing the distress; which includes 
thoughts and instrumental behaviours that manage or solve the underlying cause of 
distress (Folkman & Moskowitz, 2000).Of importance here is the individual has personal 
control over the outcome which are parallel to the initiator-focused strategies illustrated 
in the typology of coping response to sexual harassment (i.e. confrontation/negotiation/ 
and/or advocacy seeking). 
 
Emotion-focused coping involves regulating one's emotions associated with the 
stressful event, without actually altering the circumstances surrounding the event. A 
person typically engages in emotion focused coping when the outcome appears to be 
unchangeable or beyond their control (Lazarus & Folkman, 1984). Emotion-focused 
coping strategies are clearly parallel to the self-focused strategies in the typology (i.e. 
avoidance/denial/and/or social coping). 
 
Avoidance coping consists of not thinking about the problem, distracting oneself,  or 
removing oneself from situations that instigate the stress process  (Kammeyer-Mueller, 
Judge & Scott, 2009) which are parallel to the self-focused strategies of avoidance, 
evading or denial in the typology of coping responses. 
 
Applying this theoretical framework to sexual harassment, a sexually harassed woman 
will first judge the degree of personal threat as well as gauge the perceived offensiveness 
of this event (primary appraisal). Environmental factors such as the severity and duration 
of the harassment may also affect how threatening she perceives the incident to be. She 
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will then closely consider her response/coping options, such as telling her supervisor or 
ignoring the harasser altogether (secondary appraisal). In addition, the perceived 
likelihood that reporting the offender may lead to work-related retaliation may also 
influence her choice of response. Personal factors such as her confidence in her own 
ability to deal with this stressor may also affect both primary and secondary appraisal.  
 
3.3.3 Theory of planned behaviour (TPB) 
The theory of planned behaviour (TPB) of Ajzen (1991) is perhaps the most influential 
and popular social-psychological model for explaining and forecasting human behaviour 
in a specific context (Ajzen, 2001). TPB as a model has been successfully tested in a wide 
range of contexts, disciplines, countries, (Myers & Horswill, 2006; Quintal, 2010) 
cultures and ages (Li, Frieze & Tang, 2010).  In Malaysia, TPB has also been widely used 
to predict many different types of behavioural intention showing cultural adaptability and 
reliability.  
 
TPB has been successfully applied in a wide range of social behaviour specifically in 
predicting   ethical or unethical behaviour (Chang, 1998), e.g. predicting the intention to 
unauthorized copying of software, prediction of ethical decision-making of reporting 
misconduct of colleagues in the medical profession, consumer’s ethically questionable 
behaviour, exploring taxpayer’s intention to comply with laws and prediction of driver’s 
intention to commit driving violations and all these findings have supported the theory in 
predicting these intentions (Park & Blenkinsopp, 2009).   
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TPB is particularly suitable for explaining whistle blowing/reporting intentions, an 
action performed based on a highly complex psychological process (Gundlach, Douglas 
& Martinko, 2003).  Similar studies related to reporting sexual harassment that have used 
TPB are: intention to report violence in the workplace (Natan, Hanukayev & Fares, 2011), 
whistle-blowing following sexual harassment (Gallus, 2010), reporting peer sexual 
harassment and abuse (Li, Frieze & Tang, 2010), whistle-blowing intentions among 
police officers (Park & Blenkinsopp, 2009), reporting child abuse (Feng & Levine, 2005), 
reporting abusive relationship (Bryne & Arias, 2004) and intention of abusive behaviour 
among a sample of male perpetrators of domestic violence (Tolman, Edleson & Fendrich,  
1996).  Recently, Chroni, Grigoriou, Hatzigeorgiadis & Theodorakis (2013) had used 
TPB in his study as a model to explain the preliminary exploration of student-bystanders’ 
intentions to stand up for a female peer who is targeted for sexual harassment.   
 
Li, Frieze & Tang (2010) study explored middle to high school Chinese students’ 
intentions to protect themselves against peer sexual harassment and abuse and found the 
TPB model to be predictive for girls, while it partial predicted the boys’ intentions to 
protect themselves.   Gallus (2010) in her PhD thesis illustrated the use of TPB on the 
intention to report sexual harassment by the individual. Gallus (2010) had demonstrated 
the multidimensional nature of the theory which allows for the consideration of both 
individual attitudes and attitudes of important others – in which both can contribute to a 
better understanding of reporting behaviour. As such, TPB is an appropriate framework 
in the current context of the study. 
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This study is one of few that have approached aspects of the sexual harassment  
phenomenon through the behavioural model of planned behaviour, which has been shown 
to have predictive utility in determining if a person will take action in diverse array of 
domains (Li, Frieze, & Tang, 2010; Goldberg, 2007; O’Leary-Kelly, Paetzold & Griffin, 
2000). This approach may open up a new window toward the ‘easier said than done’ act 
of reporting sexual harassment in the case the victim itself (Chron, Grigoriou, 
Hatzigeorgiadis & Theodorakis, 2013). 
 
The TPB posits that the proximal determinant of behaviour is intention, which reflects 
the extent to which a person wants to perform a behaviour and how hard they are willing 
to try in order to perform it (Ajzen, 1991). The three conceptually independent 
determinants of intention are attitude toward the behaviour, subjective norm and 
perceived behavioural control (Figure 3.3) (Ajzen, 1991). These determinants of 
behaviour intention are each based on an underlying belief structure (Figure 3.4) (Ajzen, 
2001) 
Figure 3.3 Theory of Planned Behaviour Model 
 
 




























According to the theory of planned behaviour, attitude towards a behaviour is defined 
“as the degree to which a person has as favourable or unfavourable evaluation or appraisal 
of the behaviour in question” (Ajzen, 1991, p.188).  In general, a person develops attitudes 
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that behaviour with certain consequences (Ponnu, Naidu & Zamri, 2008). If the associated 
outcomes are largely desirable, then the intent to perform the behaviour is stronger. If the 
associated outcomes are largely undesirable, then the intent to perform the behavior is 
weaker.   
 
Based on Ajzen (2002), there are two components of this attitude: instrumental which 
is based on knowledge i.e. behaviour beliefs and experiential which is related to feelings. 
The experiential aspect of attitudes focuses on the affective evaluation or overall feeling 
received from engaging in the behaviour i.e.  how it feels to perform the behaviour  for 
example is it pleasant or unpleasant (Byrne & Arias, 2004) whereas, the instrumental 
component reflects an individual’s belief/evaluation about the behaviour i.e. whether the 
behaviour achieves something, for example,  is it useful or worthless.   
 
Researchers using the Theory of Planned Behaviour generally tends to focus on 
instrumental attitudes, however, experiential attitude which is empirically separate are 
known to motivate behaviour, usually to a greater extent than instrumental attitude 
(Rhodes, Blanchard, & Matheson, 2006; Trafimow & Sheeran, 1998). However, there is 
nothing in the TPB that requires a focus on only instrumental outcomes or both attitudes 
in a single measure (Ajzen, 2011). 
 
Subjective norms 
The second antecedent of intention in TPB is a social factor termed subjective norms. 
Subjective norm is defined as being “the perceived social pressure to perform or not to 
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perform the behavior” (Ajzen, 1991).Subjective norm refers to the influence of one’s 
peers, family and referent others in performing the behaviour (Ajzen, 2002). 
 
Based on Ajzen (2002) there are two components of subjective norms: injunctive and 
descriptive norms. The injunctive norms refers to the perception of what important others 
are expecting or otherwise pressuring the person to perform or not perform the specific 
behaviour and the extent to which the individual is motivated to comply with each 
particular important/significant others (Byrne & Arias, 2004). Descriptive norms refers 
to how other people who are important to the individual would feel if the individual 
engages in a target behaviour (i.e. reporting), coupled with the individual’s motivation to 
act in accordance with important/significant others’ beliefs (Fishbein & Ajzen, 1975) i.e. 
whether the individual believes his or her significant others would actually engage in the 
behaviour.  
 
When considering important/significant others, the strength of relationships is taken 
into consideration, which is defined by the frequency and intimacy of contact. When 
relationships are casual, relatively weak ties are formed among the individual and 
significant others; hence, how significant others might feel if the individual engaged in a 
given target behaviour would have little impact (Lynch & Gomaa, 2003). When stronger 
relationships are formed, the impact would be greater, an individual tends to care more 
about how significant others will view his/ her behaviour (Lynch & Gomaa, 2003), i.e. 
the need to comply with the expectation of significant others. Jones (1991) indicates that 
the influence of social norms is positively related to psychological proximity (e.g., 
feelings of nearness) among an individual and his/ her significant others.  
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Rivis & Sheeran (2003) and Manning (2009) meta-analysis study on the effects of 
subjective norms on behaviour has suggested that both descriptive norms and injunctive 
norms refer to different sources of motivation, concluding that these two constructs ought 
to be treated separately. Descriptive norms information functions as a heuristic with 
regards to behavioural decisions, offering cues as to what is an appropriate behaviour in 
a given situation, i.e. leading one to behave in a similar manner. Furthermore, the 
descriptive norms enhance the variance explained in intentions after the other predictors 
in theory of planned behaviour have been taken into account (Rivis & Shreen, 2003).  
 
Perceived behavioural control 
The third antecedent to intention is perceived behavioural control, according to Ajzen 
( 2002) which refers to people’s expectations regarding the degree to which they are 
capable of performing a given behaviour, the extent to which they have the requisite 
resources and believe they can overcome whatever obstacles they may encounter. 
 
Perceived behavioural control has also been conceptualized as two separate 
components: self-efficacy is the extent to which an individual believes they have the 
internal resources to perform a behaviour (e.g., perceived skills and ability). Self-efficacy 
is concerned with judgements of how well one can execute the actions required to deal 
with prospective situations (Bandura, 1982). Self-efficacy also refers to the individual’s 
self-confidence in his or her ability to perform a behaviour (Compeau & Higgins, 1985). 
The second component is perceived controllability which refers to whether an individual 
perceives the behaviour to be under their own internal (versus external) control. 
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Measuring the perceived controllability construct requires assessing how participants 
perceive their opportunities and means. 
 
According to the TPB, a behaviour or intention is dependent on how many resources 
and opportunities are available to an individual so that he or she can achieve a specific 
behaviour.  As such the concept of perceived behavioural control was included to account 
for actions that are not always under the individual’s control (Ajzen, 1991) and is 
influential in predicting actual behaviour (Ajzen & Madden, 1986; Ajzen, 2002).   
 
Bandura (1986 & 1992 as citied in Armitage & Conner, 2001) has argued that 
perceived controllability and self –efficacy are quite different concepts. This distinction 
between the components of perceived behavioural control has also received considerable 
empirical support (Ajzen, 2002; Armitage & Conner, 1999; Manstead & van Eekelen, 
1998; Trafimow, Sheeran, Conner, & Finlay, 2002) and meta-analyses of studies on 
general social behaviour show that self-efficacy is more closely associated with both 
intention and behaviour than perceived controllability (Armitage & Conner, 2001).  
While there is no clear evidence for which is to be preferred, self-efficacy is more clearly 
defined and operationalized than perceived controllability, advocating the use of 
measures of self-efficacy, in the prediction of intention and behaviour. (Armitage & 
Conner, 2001).    
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The general rule of TPB is that, the more favourable the attitude and subjective norm 
with respect to a behaviour, and the greater the perceived behavioural control, the stronger 
the individual’s intention to perform the behaviour under consideration. 
 
3.4 Prevalence of sexual harassment in public universities in Malaysia   
Recent surveys in Malaysia have showed that in the Malaysian public sector 
workplace, there exist a hostile workplace environment (Sabitha, Norul & Roza, 2013).  
Maimunah (2009) in her review had identified public sector organizations and 
educational institutions as having a high-risk situation where there may be harassment of 
potential applicant or students.   
 
Inherently, this study looks at the public sector work place in Malaysia, in specific, the 
academic sector. Leach (2013 as citied in Joseph, 2015) study reported that sexual 
harassment in an academic sector is higher in countries with gender inequality. The 
educational institution is an arena characterized by asymmetrical power relations and a 
gendered hierarchical structure perpetuated by patriarchy system (Joseph, 2015) and the 
perpetrator can be anyone from students, lecturers, tutors or administrative staff (Thomas, 
2015; Foulis & McCabe, 1997). In Malaysia, incidents of sexual harassment in the 
academic settings has been disclosed by several local researchers in their empirical 
studies. 
 
Incidents of sexual harassment were first discovered in the academic environment in 
Malaysia the late 1980s (Badriyah, 1988). In Badriyah (1988) study, 80% of the 
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respondent who was interviewed indicated that they had experienced some form of sexual 
harassment. She indicated not only lecturers and students but also administrative staffs 
have had experienced sexual harassment.  In a more recent study by Fonny & Arifin in 
2012 on three public institutes of higher learning had indicated that 79% of the academic 
and non-academic staff had experienced some form of verbal or physical sexual 
harassment.  
 
Where else, Kamal & Asnarulkhadi (2011) study on staffs of public universities found 
that the male staffs regardless of their background tend to have the propensity to sexually 
harass given the conducive environment in both the social and organizational context 
within an academic setting.  Conversely, Donny (2002) study on support staffs of a public 
university found that most of the staffs recognised most behaviour as sexual harassment 
but did not view the threat of sexual harassment as serious. Although there are no official 
statistics on sexual harassment cases in public universities, research conducted thus far 
have indicated that it is widespread in public universities (Fonny & Arifin, 2012). 
 
Laws’ governing sexual harassment in the academic sector is currently governed by 
the Malaysian Public Service Department (MPSD) and General Orders (“It’s an act”, 
2008) through Service Circular No 22/2005; rule 4A of the Regulations which expressly 
forbids sexual harassment among officers in the civil service (Sarvinder, 2009).   
However, there are public universities, namely University of Malaya (UM) and 
University Science Malaysia (USM) that have taken one step forward and launched an 
independently headed complaint bureau to report sexual harassment.  
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University of Malaya had launched a book “Code of Practice on the Preventing and 
Handling of Sexual Harassment Cases in University of Malaya” on the 15th July 2008. 
The book gives details on the proper procedures and how and where an individual could 
lodge a report or complaint.  In 27th July 2009 Universiti Sains Malaysia followed pursuit 
by adopting a sexual harassment policy and was in the view that sexual harassment is 
serious and the policy will keep the university a safe place for work and study. In October 
2010, the Council of Legal Advisors of the public sector universities in Malaysia 
organized a seminar on sexual harassment to create awareness on this issue among the 
public university management. 
 
What makes sexual harassment in an academic setting different from the workplace 
setting? Firstly, it is often more difficult to identify. In an academic environment, in 
particular, it can be difficult to distinguish between mutually consenting faculty/ student 
romances and sexual exploitation (Bursik & Gefter, 2011). Secondly, it relies on some 
form of self-definition and subjective recognition of sexual harassment. Thirdly, actions 
that are sexually harassing in one situation may not be in another, depending on the actors 
involved, place and circumstances. This is supported by Ilies, Hauserman, Schwochau & 
Stibal (2003) findings that women employed in the academic setting experience more 
sexual harassment, but when they are asked whether they have been sexually harassed, 
they report fewer incidents.  
 
The existence of sexual harassment in academia, and the seriousness of its 
consequences interferes with the educational and career-building pursuits of women 
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(Joseph, 2015; Weiss & Lalonde, 2001). In order to maintain an environment conducive 
to academic and scholastic achievement, the sexual harassment barrier must be faced. 
 
3.4.1 Gaps in the Literature 
3.4.1.1 Location of Study 
There are very few and mostly unpublished studies on sexual harassment in an 
academic setting particularly in public universities in Malaysia (Shariffah, Asiah, Akmal, 
Noraida & Nur Amani, 2013; Fonny & Arifin, 2012; Noriada, Siti, Lai, Zaireeni, Siti, & 
Rohasliney, 2011)  (Table 3.2). 
 
Table 3.2 Research on academic setting in Malaysia 








Nur Amani  
1 public 
university 
Undergraduates 14.2 % of the undergraduates had 
experienced  sexual harassment 







77.9% of the staffs had 
experienced high to average 
degree of some form of verbal and 
physical harassment  






Undergraduates 75.1% of the undergraduates had 
experienced over one form of 
sexual harassment. 






Men will have the propensity to 
sexually harass given the 
conducive environment in both 
social and organizational context 
and view many sexual harassment 







Undergraduates The respondent had experienced 
at least one form of sexual 
harassment 
2006 Sabitha.M 2 public 
university 
Undergraduates Undergraduates who exhibit 







Undergraduates The respondents had experienced 
at least one form of sexual 
harassment. 




Undergraduates The respondents had experienced 
at least one form of sexual 
harassment. 




Undergraduates 80% of the undergraduates had 
experienced at least one form of 
sexual harassment. 




Majority of the support staff 
recognized most behaviours as 
sexual harassment, but did not 
view the threat of sexual 
harassment as serious. 
2001 Sabitha 2 public 
university 
Undergraduate The respondents had experienced 
at least one form of sexual 
harassment. 





80% of the respondents had 




3.4.1.2 Sample of study 
Previous research assessing the prevalence of workplace abuse and sexual harassment 
among female faculty and staff members in an academic setting is relatively limited 
(Marsh, Patel, Gelaye, Goshu, Worku, Williams & Berhane, 2009) (Table 3.3). Most 
studies in the academic studies were done among the undergraduates in western countries; 
similarly in Malaysia too, therefore, this study focuses on non-academic staff, in 
particular, the administrators of public universities. The administrators of public 
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universities hold the same rank as administrators of public sectors and can be transferred 
within any public sector. 
 
A considerable amount of studies conducted by Sabitha (2008, 2007, 2006, 2005 and 
2001) and Noor Azima Ahmad (2006) have shown that sexual harassment is prevalent 
among female civil servants mainly among the administrators who had faced various 
types of harassment for a considerable length of time. These studies also highlighted the 
fact that 73.3% of the public administrators had experienced some form of sexual 
harassment but only 6.8% labelled the experience as sexual harassment (Sabitha, Norul 
& Roza, 2013) 
 
The fact that the woman's civil servant had experienced at least one form of sexual 
harassment, Sabitha & Sharifah (2008) study has strongly urged that a national level 
survey should be conducted to highlight the level of awareness and prove the nature and 
extent of sexual molestation in the civil service. 
 
Table 3.3 Unit of study used in an academic setting both in the western and non-
western countries (including Malaysia) 
Year                                            Western and non-western countries 
 Academician Non-academician Undergraduates 
2013 * * * 
2012 * *  
2011   * 
2010 *  * ** 
2009 * * * 
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2008 *  * 
2007   * 
2006   * 
2004 *   
2005 * * ** 
2003   * 
2002   * 
2001   ** 
1999  *  
1997 * * ** 
1996   ***** 
 
 
There are two categories of administrators in the universities, the academic and the 
non-academic. This study will be conducted only among female non-academic 
administrators who are recruited among university graduates and professionals. The 
administrators were chosen as the unit of analysis for the following reasons:  
 
A recent study in Awassa, Ethiopia by Marsh Patel, Gelaye, Goshu, Worku, Williams 
& Berhane (2009) found that 47% of the academic and administrative female staff’s had 
experienced at least one type of sexual harassment, which was similar to existing studies 
in western countries ranging from 40% to 57% (Carr, Ash, Friedman, Szalacha, Barnett, 
Palepu, & Moskowitzet, 2000; Richman, Rospenda, Nawyn, Flaherty, Fendrich, Drum & 
Johnson, 1999;  Foulis & McCabe, 1997). In Malaysia, the percentage of both academic 
and non-academic staff’s experiencing sexual harassment is about 80% (Fonny & Arifin, 
2012; Donny, 2002; Badriyah, 1988) 
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Due to their administrative position, administrators are well-verse in the policy, 
procedures or guidelines on reporting a sexual harassment incident, they act as the first 
“keepers” of the policy.  They have greater responsibility in reporting cases of 
wrongdoing and unethical acts than employees at lower levels (Syahrul, Smith & 
Zubaidah, 2009). Therefore, if an incident sexual harassment were to takes place, it would 
be the duty of the administrator to report the act immediately to an authority of the 
organization.  
 
Secondly, Syahrul, Smith & Zubaidah (2009) study on Malaysian auditors found that 
those in higher managerial positions are more likely to blow the whistle than those in 
lower positions; as those in managerial position have more authority, more power and are 
less pressured (Perry, Kulik & Schmidtke, 1997). Prior studies have also found that 
individuals of higher professional status may be more likely to blow the whistle because 
they receive greater levels of support from outside the organizational (Perry, Kulik & 
Schmidtke, 1997).  
 
Whistle blowers or those who report are more likely to hold professional status, have 
positive reaction to work, have longer service, recognized for good performance, female 
and member of a larger work group (Miceli & Near; 1988; Miceli & Near, 1984; Miceli, 
Near & Schwenk, 1991; Near & Miceli, 1996) and they are also motivated by moral 
compulsion and more proactive in seeing and responding to problems (Ponnu, Naidu & 
Zamri, 2008). Similiarly, Gutek (1985) found that women’s education level was related 
to attitudes about harassment. Highly educated women (those with a college degree or 
higher) were more likely to report incidences of sexual harassment across a variety of 
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contexts (Perry, Kulik & Schmidtke, 1997). Individuals with high position power may be 
perceived to have the knowledge and ability to respond actively (e.g., file a formal 
complaint) to sexual harassment (Perry, Kulik & Schmidtke, 1997). As such the 
administrator of the university is more likely to report a case of sexual harassment to the 
authority if faced with one.   
 
Thirdly, according to Bostjancic (2010) jobs where the individual has to have everyday 
contact with people or work within an informal task force or do work demanding empathy 
and understanding of others, a high level of self-efficacy is required. In this study the 
administrators of the universities come into contact with people all the time i.e. both 
faculty members and students as such, the self-efficacy of the administrators would 
generally be high.  This study intends to understand and measure the self-efficacy of the 
administrators and how it influences reporting of sexual harassment. 
 
Lastly, Brooke and Perot (1991) reasoned that a critical first step in reporting sexual 
harassment is to a friend or colleague, very few would be willing to report the incident to 
a university official, who is often a stranger, without first reporting to a friend or 
colleague.  Reporting the incident to a friend or colleague is an active step, particularly, 
in comparison to the more common responses such as ignoring the incident or telling no 
one (Brooke & Perot, 1991).  The next step would be reporting to a university official 
(e.g. the head of department or dean of the faculty), followed by reporting to a university 
official higher up the hierarchy of authority and finally, filing a grievance report (Brooks 
& Perot, 1991). The administrators being a person with authority, well-versed in the 
policies of the university with a higher level of self-efficacy will report an incident of 
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sexual harassment to a colleague the least,  compared to being silent or ignoring the 
incident. 
 
3.5 Factors related to underreporting of sexual harassment  
Building on sexual harassment literature, whistle-blowing model proposed by Lee, 
Heilmann & Near (2004), as well as Knapp, Faley, Ekeberg & Dubois (1997) 
comprehensive model of victim reporting, the following organizational and individual 
variables were proposed as an independent variable to intention to report sexual 
harassment. The identified individual factors are perception of sexual harassment and 
self-efficacy.  The organizational factor points to organizational tolerance for sexual 
harassment which is generally conceptualized as climate for sexual harassment in the 
organization. 
 
Most research on sexual harassment has been conducted in the United States and 
Europe, as such, the findings may not generalize to other cultures and only lately, sexual 
harassment research has been conducted in Asia (Miceli, Near & Dworkin, 2008).  
Furthermore, less research was focused on perception and organizational climate as an 
independent variable and virtually no research have examined self –efficacy as an 





3.5.1 Organizational Climate 
There are various ways through which the construct of climate can be defined. One of 
the most widely cited definitions of organizational climate is that of Litwin & Stringer 
(1968), they perceived organizational climate as a set of measurable properties of the 
work environment, perceived directly or indirectly by the people who live and work in 
the environment and assumed to influence their motivation and behaviour. 
 
Schneider (1975) described climate as molar perceptions people have of their work 
settings. These molar perceptions have a psychological unity, being based on actual 
events, practices and procedures that occur in their daily life.  In other words, people 
perceive climates as a frame of reference to attain some congruity between systems, 
practices and procedures. Organizational climate is an important contextual component 
for shaping employee behaviour, which includes change related behaviour (Burke & 
Litwin, 1992). Tierney (1999) adds that climate is a socially constructed phenomenon that 
influences the manner in which employees respond to define and interpret elements of 
their situation. 
 
From the above definitions, the perception of climate is seen as a critical determinant 
of individual behaviour in an organization, mediating the relationship between objective 
characteristics of the work environment and individual’s response (Campbell, Dunnette, 
Lawler & Weick, 1970 in Carr, Schmidt, Ford & De Shon, 2003). That is, individuals 
first perceive and interprets their environment before directly responding to the work 
environment (Carr, Schmidt, Ford & De Shon, 2003). 
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As noted by Fitzgerald, Drasgow, Hulin, Gelfand, & Magley (1997) and Carr, 
Schmidt, Ford & DeShon (2003), it is important to use a specific climate construct when 
one is interested in predicting specific outcomes or behaviours related to one's work 
environment. Sexual harassment climate reflects one dimension of an organization’s 
overall climate. An understanding of which practices are effective in minimizing the 
negative effects of sexual harassment, allows the researchers to assist the organizations 
in a more informed manner in creating a positive work environment for its employees 
(Hunter Williams, Fitzgerald and Drasgow, 2009).  
 
According to Carr, Schmidt, Ford & DeShon (2003), there have been very few studies 
that have explored the relationship between climate and dysfunctional behaviours (e.g. 
theft, harassment and workplace violence). 
 
3.5.1.1 Sexual harassment Climate 
Hulin, Fitzgerald & Drasgow (1997) and Willness, Steel & Lee (2007) study on the 
meta-analysis of organizational climate had proved that sexual harassment climate has 
been the best single predictor of sexual harassment in organizations. Sexual harassment 
climate reflects employees’ perceptions of “the degree to which an organization is 
perceived as insensitive to or tolerant of sexual harassment” (Hulin, Fitzgerald & 
Drasgow, 1996; Hulin, Fitzgerald & Drasgow, 1997). 
 
An organizational context dimension that is relevant to sexual harassment is the 
relative power differences between organizational levels (Ilies, Hauserman, Schwochau 
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& Stibal, 2003). Most definitions of sexual harassment include inappropriate use of power 
and power relationships among organizational members are largely determined by the 
organizational structure - highly structured and stratified organizations are more likely to 
create a conducive setting for harassment (Ilies, Hauserman, Schwochau & Stibal, 2003). 
It is likely that some degree of sexual harassment exists in all large organizations, 
occurring more frequently in some organization than others (Hulin, Fitzgerald & 
Drasgow, 1997). 
 
Based on social identity and social power theories, employees in organizations with 
few contingencies between harassing behaviours and negative sanctions may regard 
harassment as a manifestation of an organizational climate that permits dominance of 
certain groups of employees over other groups (Hulin, Fitzgerald & Drasgow, 1997; 
Bergman & Henning, 2008). Power and salary differentials tend to make women in the 
workplace more vulnerable and when the women subordination becomes evident, sex-
based inequalities become more salient (Berdahl, 2003 as citied in Russell & Oswald, 
2015).  
 
Sexual harassment climate reflects a confluence of cultural components, including 
tolerance for sexual behaviour, tolerance of incivility, and an undervaluation of women’s 
roles in organizations (Bergman & Henning, 2008; Vijayasiri, 2008).  Such behaviour is 
not reflected only in formal supervisory or control relationships but also takes the form 
of male employees using put downs, unwanted physical contact, verbal harassment, 
verbal threats and sexual coercion to establish dominance over female employees (Hulin, 
Fitzgerald & Drasgow, 1997; Berdahl, 2007).  
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An organizational climate has the potential to not only influence the pervasiveness of 
sexual harassment, but it could also play the role in how harassment is interpreted and 
responded to (Keyton, Ferguson & Rhodes, 2001), the climate impacts an employees’ 
willingness to provide accurate behavioural cues concerning how they actually feel about 
the harassment (Halbesleben, 2009). Such behaviour may be well known to most 
employees, and the employees may even be highly scripted to follow these rules (Hulin, 
Fitzgerald & Drasgow, 1997).  Halbesleben (2009) study proved that in a harassment 
setting, individuals will look to the example of others for their reaction to the situation, 
in order to understand how to react to the situation. Employees learn via observation, 
modelling and other standard acquisition processes that reflect organizational reality to 
some degree and the likely consequences of a specific behaviour (Halbesleben, 2009; 
Hulin, Fitzgerald & Drasgow, 1997).   
 
From this perspective, a tolerant sexual harassment climate is one in which 
organizational members’ feel that it is acceptable to engage in sexually harassing 
behaviour; would consider it risky to complain about sexually harassing behaviours; that 
a complaint about a sexually harassing behaviours would not be taken seriously, and 
concrete actions to curtail harassment would not be likely to ensue (Estrada, Olson, 
Harbke & Berggren, 2011; Dougherty & Smythe, 2004; Adams-Roy & Barling, 1998). 
For example, some managers believe that targets/victims are weak and need to be 
“toughen up”, that responding will merely worsen the situation, that intervening in an 
interpersonal conflict which is not part of the managerial role, or that given time the 
problem will “disappear” (Salin, 2009). Women who resist or complain about sexual 
harassment are belittled and isolated (Braun, 1993 as citied in Dougherty & Smythe, 
2004).  Furthermore, non-harassed employees may distort the impact of sexual 
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harassment by minimizing the effects of sexual harassment on the victims (Dougherty & 
Smythe, 2004).   
  
Failure to take action only perpetuates the problem further as it may signal to the 
perpetrator that the harassing behaviour is not offensive and is not a real concern in the 
organization, thus, encouraging future harassment (Adams-Roy & Barling, 1998). Pryor, 
Giedd & Williams, 1995 as citied in Hunter Williams, Fitzgerald & Drasgow (2009) study 
had emphasized that the offenders/perpetrators proclivity towards sexual harassment are 
facilitated or inhibited by organizational factors.  Climates that are permissive towards 
sexual harassment are associated with higher overall sexual harassment rates because 
individuals with a proclivity to harass are freer to do so when the climate tolerates sexual 
harassment (Fitzgerald, Swan & Magley, 1997; Fitzgerald, Magley, Drasgow & Waldo, 
1999). Likewise, a lack of formal or informal contingencies between harassing and 
outcomes may be perceived as consent by the harasser (Hulin, Fitzgerald & Drasgow, 
1997). 
 
Sexual harassment is conceptualized as unwanted behaviour, which is characterized as 
an organizational stressor (Hershcovis & Barling, 2010). Only by changing the 
underlying norms about women in organizations and without denigrating the 
contributions men make – can organizational climates towards sexual harassment be 
influenced especially in a masculinized organization (Bergman & Henning, 2008).  For 
work and academic environment to be free from harassment, action must be taken to 
reduce the incidents, thus, it is important that management take the effort to encourage 
victims to report (Brooks & Perot, 1991) and ensure that the report is given serious 
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consideration.  The existence of formal grievance procedure, signals an organization’s 
willingness to exercise social control and may discourage the occurrence of harassment 
(Mueller, De Coster, & Estes, 2001) 
 
According to Offermann & Malamut (2002), one source advocacy for harassed 
employees are through organizational leaders, starting with immediate supervisors. Some 
leaders create a supportive climate and management are charged with implementing these 
supportive policies.  However, there is a difference between the values espoused by an 
organization (as indicated in formal policies) and those enacted in practice (Perry, Kulik 
& Schmidtke, 1997). If leaders do not support harassment policies and procedures, targets 
are less likely to report incidents (Popovich, 1988; Miceli, Near & Dworkin, 2008).   
Hence, the leadership effect is beyond the positive effects of establishing a climate that is 
stated through policies and procedures but by modelling intolerance for harassment and 
make an active effort to see that the perpetrator is punished when it occurs (Offermann & 
Malamut, 2002; Salin, 2009).  
 
Past literature have identified five general types of organizational activities related to 
sexual harassment: policy statements, procedures, implementation practices, reduction 
and provision of resource’s (Hunter Williams, Fitzgerald & Drasgow, 2009).  Schminke, 
Arnaud & Kuenzi (2007) and Hunter Williams, Fitzgerald & Drasgow (2009) posit that 
these five types of activities fall conceptually into three categories; grouped into three 
distinct but not mutually exclusive, categories of policies, procedures and practices. Table 
3.4 depicts these constructs and provides definitions of these terms (Hunter Williams, 
Fitzgerald & Drasgow, 2009). 
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Table 3.4 Framework for and definitions of organisational practices related to 
sexual harassment 
Construct  Definition 
Policies Formal written guidelines regarding the behaviour of personnel and the 
resources 
Procedures Formal or informal steps for filing grievances, investigating complaints 
and enforcing penalties 








Formal or informal actions taken by 
personnel related to the prevention of 
harassment or the enforcement of its 
policies and procedures pertaining to 
harassment 
Efforts aimed at deterring the occurrence 
of harassment or negative consequences 
associated with it. 
Efforts to investigate complaints 









Efforts by an organization to 
communicate to employees its stance or to 
train employees regarding sexual 
harassment. 
Efforts to communicate to employees the 
organizations’ position regarding 
harassment primarily through 
informational channels (e.g. posters) 
rather than special classes. 
Systematic efforts to teach employees 
about what constitutes harassment, its 
effects on individuals and company 
policies and procedures related to it. 
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Resources Methods of information, advice or 
support related to sexual harassment 
including hotlines, counselling services, 
special offices and contact persons. 
 
 
According to Hulin, Fitzgerald & Drasgow (1996), of particular importance is the sub-
component practices –perceived risk to victims for complaining (implementation), 
prevention- that one’s complaints will not be taken seriously and enforcement- 
minimizing retaliation against the victim and sanctions against offenders. An 
understanding of which practices are effective in minimizing harassment will assist the 
organization in a more informed manner in creating a positive work environment for its 
employees. Some authors implicitly distinguish policies and procedures from 
organizational practices, whereas others seem to assume that written guidelines translate 
into direct action (Hunter Williams, Fitzgerald & Drasgow, 2009). 
 
Although organizations have clear policies against sexual harassment, it is the victim’s 
belief about the actual contingencies in the organization on how these policies are 
implemented that will determine their responses to incidents (Offermann & Malamut, 
2002).   In tolerant climates, employees perceive weak contingence between sexual 
harassment and sanctions and strong contingence between complaints and backlash or 
career disruption.  These perception, in turn, affects the reporting behaviour of the victim 
(Brooks & Perot, 1991).  Results of Brooks & Perot (1991) study on academic 
environment suggested that university officials could facilitate more reporting if public 
policy statements and educational efforts encouraged potential victims to identify and 
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affirm feelings of offensiveness in response to inappropriate sexual behaviours from 
faculty members.   
 
Given the evidence that organizational factors do shape individual behaviour and 
organizational factors appear to provide a more promising factor for intervention 
(Chamberlain, Crowley, Tope & Hodson, 2008; Hunter Williams, Fitzgerald & Drasgow, 
2009), an effective intervention through the organization is an alternative mechanism for 
controlling sexual harassment via discernment and inculcating the much needed 
confidence within the victim that they will be protected by the organization. Employees 
may be more satisfied and feel more committed to organizations where wrongdoing is 
quickly corrected or does not occur (Miceli, Near & Dworkin, 2008). 
  
In this study, Hunter Williams, Fitzgerald & Drasgow (2009) framework was used to 
examine how specifically in an academic environment–the implementation practices 
related to policies and procedures affect reporting of sexual harassment. This study 
assumes that the written policies and procedures translate into organizational practices, 
as it is concerned with the respondent’s perception of the practices in the organization. 
Research has suggested that perception of the efficacy of work policies and procedures 
increase active responses (Fitzgerald, Gelfand & Drasgow, 1995). According to Hulin, 
Fitzgerald & Drasgow (1996), psychological climate is the best variable to measure 




3.5.1.2 Sexual harassment climate and reporting  
This body of research stems from work claiming that wrongdoing that harms the 
organizations and/or the co-workers is more likely to be reported if strong norms of 
reciprocity and social support exist between the reporter/whistle blower and the 
organizational members (Near & Miceli, 1995; Miceli, Near & Dworkin, 2008). 
 
Likewise, sexual harassment researchers found that climate for sexual harassment was 
related to incidence of harassment, analogous to incidence of wrongdoing in the whistle-
blowing literature (Lee, Heilmann & Near, 2004; Miceli, Near & Dworkin, 2008). 
Brandenburg (1982), Maypole & Skaine (1982) and Bergman, Langhout, Palmieri, 
Cortina & Fitzgerald (2002) studies have conclusively shown that, organizational climate 
does influence reporting and its outcomes through its’ sexual harassment history, 
frequency of sexual harassment, policies and procedures, organizational ethics and 
organizational minimization of reporting, retaliation and procedural satisfaction.   
 
When sexual harassment victims believe that the organization will actually respond in 
a fair manner, victims are more likely to report their experiences (Fitzgerald, Shullman, 
Bailey…Weitzman, 1988; Knapp, Faley, Ekeberg & Dubois, 1997; Rudman, Borgida & 
Robertson, 1995). Individuals who (a) know where to report, (b) do not fear retaliation, 
(c) expect that reporting will not be personally costly, (d) believe that reports are treated 
fairly, and (e) are in organizations with clear formal policies and procedures for reporting 
are more likely to blow the whistle (Keenan, 1990, 1995; Miceli & Near, 1985). All of 
these indicators are hallmarks of a climate that does not tolerate sexual harassment 
(Bergman, Langhout, Palmieri, Cortina & Fitzgerald, 2002). 
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The conceptual model of reporting sexual harassment tested by Bergman, Langhout, 
Palmieri, Cortina & Fitzgerald (2002) and Hertzog, Wright & Beat (2008) have proofed 
the importance of a sexual harassment climate.  Organizations that take sexual harassment 
seriously would be more likely to judiciously apply sexual harassment grievance policies. 
Implementations of grievance and prevention policies appear to be an important part of 
reporting sexual harassment (Hulin, Fitzgerald, & Grasgow, 1996; Hunter Williams, 
Fitzgerald & Drasgow, 1999). Responding to harassment is a matter of organizational 
discipline, with the aim of modifying the harasser behaviour, protecting the target and 
deterring other organizational members from engaging in similar conduct (Salin, 2009). 
 
For example, organizational support for the whistle-blower inhibit retaliation; that is, 
the more support a reporter receives from important others in the organization (e.g. 
management); the less retaliation reporter experiences (Near & Miceli, 1986; Miceli, Near 
& Dworkin, 2008). In the case of sexual harassment, such support would include attempts 
to substantiate the sexual harassment report and to remedy the substantiated situation 
(Bergman, Langhout, Palmieri, Cortina & Fitzgerald, 2002).   
 
Specifically, studies have shown that individual perceptions of organizational 
tolerance are also associated with more frequent reports of harassment (Hunter Williams, 
Fitzgerald & Drasgow, 2009). Although it is likely that individuals’ perceptions of 
climate reflect the organization’s actual climate, but there is the possibility that other 
events could influence perceptions of climate as well (Bergman & Henning, 2008). 
 
112 
However, sexual harassment climate and reporting have produced mixed results. 
Adams-Roy & Barling (1998) study found that the perception of the justness/fairness of 
the organizational policies concerning sexual harassment were associated with the 
decisions to report sexual harassment. But the relationship was inverted; women who 
reported sexual harassment using formal organizational channels showed a poorer 
perception of organizational justice than women who did nothing. The plausible 
explanation was given by Adams-Roy & Barling (1998) women who reported the incident 
of sexual harassment probably perceived the outcome negatively. 
 
Offermann & Malamut (2002) and Timmerman & Bajema (2000) study have indicated 
that organizational leaders at a variety of levels can significantly affect whether 
employees would feel comfortable reporting sexual harassment, i.e. the leaders are 
perceived as honestly making an effort to stop sexual harassment. The leadership at one 
or more levels always added to the prediction of freedom to report above and beyond the 
overall climate measures. Leadership have also shown to be a true mediator of the 
relationship between climate and freedom to report in cases of both supervisory and unit 
leader (Offermann & Malamut, 2002).  
 
Where else, in Lee, Heilmann & Near (2004) study found that organizational climate 
did not explain the variance in reporting sexual harassment. 
 
In 2007, Willness, Steel & Lee study yet again confirmed that climate for sexual 
harassment in the organization played an important role in facilitating the occurrences of 
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sexual harassment, the fact that the climate is within the control of the organization, 
supports the principle that the organization can be held partly responsible. This was 
supported by Hertzog, Wright & Beat (2008) study indicated that organizations with 
higher levels of negative relational climate variables were one and a half times more likely 
to have a formal sexual harassment complaint filed against them.  
 
Despite the potential benefits of filing a complaint, organizational grievance policies 
are rarely used by sexual harassment victims, Vijayasiri (2008) study found that the 
victim reporting is influenced by the employee perceptions of the grievance process, 
actual functioning of that process and the fallout associated with utilizing this 
organizational remedy. The failure to use or the lack of trust in the reporting channels 
might be due to a lack of leadership commitment to equal employment opportunities for 
women (Vijayasiri, 2008).    
 
Salin (2009) study on organizational response to work place harassment found that 
having a written anti-harassment policies, typically explicitly outlining recommended 
procedures for dealing with harassment, did not affect the reported likelihood among 
personnel managers on taking action nor avoid taking action.   
 
Given the mixed results, this study reasoned that the climate for sexual harassment 
especially the practices of the organization will influence reporting. 
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3.5.1.3 Studies in Malaysia 
Previous studies in Malaysia have shown that the organization’s sexual harassment 
policies and the individual’s perception of the expected outcomes of reporting sexual 
harassment may influence the reporting behaviour of that individual (Sabitha & Azmi, 
2004).  For example, failure to resolve a number of sexual harassment complaints 
effectively (e.g. ending the harassment) may have a negative impact on future reporting 
behaviour (Sabitha & Azmi, 2004).  
 
This was conclusively shown in Sabitha & Azmi (2004) study of public sector 
workers; almost 90% of respondents in the study neither did not know nor were they sure 
whether there were procedures in their organisation to manage sexual harassment 
complaints. Furthermore, studies in Malaysia by Sabitha (2001, 2005 & 2008) of 
government/public organizations have found that to effectively remove sexual 
harassment from the workplace requires action against both individuals’ incidents and 
those existing practices and attitude at work which foster sexual harassment. 
 
Roziah, Jamilah, Khairuddin, Mohd & Rohani (2006) study of Malaysian public 
administrators found that the male respondents showed a low awareness towards 
psychological (47.8%) and visual (37.3%) sexual harassment respectively. This may be 
depended on the culture of the organization and intensity of relationship between the 
people in the organization (Roziah, Jamilah, Khairuddin, Mohd & Rohani, 2006), This 
was supported by Kamal & Asnarulkhadi (2011) study (on employees of public 
universities) where men regardless of their background will have the propensity to 
sexually harass given the conducive environment in both the social and organizational 
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context within an academic setting. Rohani (2005) also found in her study that 
opportunities are the key to the occurrences of sexual harassment in a public sector 
setting.  
 
Specifically, a working environment characterized by a lack of professionalism and 
sexist attitudes biased against women would cause female employees to be more prone to 
be sexually harassed (Mohd & Lee, 2005). For example, if the people in the organization 
often use symbolic sexual meaning/words as jokes and kidding, then the people in the 
organization will accept the behaviour, though it clearly carries sexual interpretations 
(Roziah, Jamilah, Khairuddin, Mohd & Rohani, 2006). Mohd & Lee (2005) found that 
the process of socialization that comprises of an informal channel of communication and 
interaction in the organization, would inevitably make its members always vulnerable to 
being sexually harassed. Adding on to this, are individuals who are new to an organization 
may have different perceptions of appropriate social sexual behaviours than do 
individuals who have been with the organizations for many years. 
 
Management can play a major role in managing sexual harassment at the workplace 
by acting as a role model in providing a climate that discourages sexual harassment 
(Sabitha & Sharifah, 2008). Mohd & Lee (2005) study highlighted a pressing need for 
management to be more proactive in the prevention of sexual harassment by developing 
various policies to rectify the situation. Workplaces with formal grievance procedures 
may more extensively regulate relationships among employees at all levels, thus 
increasing constraint and lessening opportunities for sexual harassment (Chamberlain, 
Crowley, Tope & Hodson, 2008; Joseph, 2015). Employers have a moral obligation to 
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maintain a workplace free of sexual harassment- in creating a positive climate that is 
conducive for the positive morale of workers, thus, encouraging reporting (Mohd & Lee, 
2005; Mohd, Lee & Chan, 2007). 
 
However, it is not the sole responsibility of the management but also the employee’s 
responsibility to speak up and not allow themselves to be victimized (Sabitha, 2001). If 
victims do not report their experiences with sexual harassment, the offender cannot be 
apprehended and/or punished, and the behaviour is likely to continue. Organizations 
generally do not act on sexual harassment until an employee reports the problem to an 
organizational authority (Perry, Kulik & Schmidtke, 1997; Sabitha, 2001).  
 
3.5.1.4 Gaps in the Literature 
Most studies on sexual harassment thus far have been centred on exploring the 
relationship between organizational climate and its effect on sexual harassment 
incidences/experiences or sexual harassment outcomes i.e. job related satisfaction, 
psychological, health-related outcomes and retaliation, very few studies have linked 
organizational climate to reporting.  
 
To date, only a few researchers have comprehensively explored the impact of 
organizational climate on reporting of sexual harassment with the last study being done 
by Willness, Steel & Lee (2007), Bergman, Langhout, Palmieri, Cortina & Fitzgerald 
(2002) and Offermann & Malamut (2002).  Later studies by Salin (2009), Vijayasiri 
(2008) and Hertzog, Wright & Beat (2008) have studied only one aspect of the climate 
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i.e. anti-harassment policies; trust in reporting channels and hostile environment to 
reporting of sexual harassment (Table 3.5) 
 





Reporting of Sexual 
Harassment  
Hall, Christerson & 
Cunningham (2010) 
Joubert, VanWyk & 
Rothmann (2011)  
Hertzog, Wright & Beat 
(2008)  
Salin (2009)  Bultler & Chong Yan (2011)  Vijayasiri (2008)  
Jackson & Newman 
(2004) 
Kath et. al (2009) Bergman, Langhout, 
Palmieri, Cortina  & 
Fitzgerald (2002) 
Dougherty & Amythe 
(2004) 
Krings & Facchin (2009) Offermann & Malamut 
(2002) 
Berryman-Fink (2000) O’Leary-Keally, Bowes-
Sperry, Bates & Lean (2009)  
Timmerman & Bajema 
(2000)  
Hunter Williams, 
Fitzgerald & Drasgow 
(1999) 
Chan, Lam, Chow & 
Cheung  (2008)  
Knapp, Faley, Ekeberg & 
Dubois (1997)  
DuBois, Faley, Kustis & 
Knapp (1999)  
Bergmen & Henning (2008)  Brooks & Perot (1991)  
Decker (1997)  Willness, Steel & Lee 
(2007) 
 
Hulin, Fitzgerald & 
Drasgow (1997)  
Cortina (2004)  
 Ilies, Hauserman,  
Schwochau, & Stibal  
(2003)  
 
 Harned, Ormerod, Palmieri,  
Collinsworth & Reed (2002) 
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 Mueller, DeCoster & Ester 
(2001) 
 
 Worsfold (2000)   
 Knapp, Faley, Ekeberg  & 
Dubois (1997) 
 
 Fielden (1996)  





Studies in Malaysia have centred on only two aspects of organizational climate that 
may influence the reporting behaviour/coping strategies i.e. organizational policies and 
procedures or practices (Table 3.6) 
 
In this study, climate for sexual harassment refers to implementation of practices 
related to enforcement of policies and procedures which was the best single predictor for 
sexual harassment (Hunter Williams, Fitzgerald & Drasgow, 1999). 
 
Table 3.6 Past studies on organizational climate in Malaysia 
Organizational Policies 
and procedures 
Organizational Practices  
Nur Fariza, 2010 Sabitha & Nasrudin, 2007  
Mohd, Lee &  Chan, 2007 Sabitha & Azmi Shaari, 2004  
Mohd & Lee, 2005 Lekha Lakman, Hishamuddin,  
Maisarah & Low, 2003 
 
 Sabitha, 2001  
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3.5.1.5 Operational definition of climate for sexual harassment  
From the above discussion, it is clear that definitions and approaches to organisational 
climate are diverse as various researchers use a wide variety of dimensions to assess 
organisational climate (Davidson, 2000).  In this study climate for sexual harassment 
reflects employees’ perceptions of the implementation of the policies, procedures and  
practices related to sexual harassment that the organization rewards, supports and expects 
(Hunter Williams, Fitzgerald & Drasgow, 1999; Schminke, Arnaud & Kuenzi, 2007) i.e. 
the individual’s perceived social pressure within the organization as to the tolerance of 
sexual harassment (Vijayasiri, 2008).  
 
Climate for sexual harassment can be seen as either as a beneficial climate for sexual 
harassment - one where the organization does not tolerate harassing behaviours or 
discourages sexual harassment through rules, policies, and practices; a detrimental 
climate for sexual harassment – where the organization tolerates sexual harassment and 
does not appropriately punish perpetrators.    
  
3.5.2 Perception of sexual harassment   
The appraisal of what is “unwelcome” or “offensive”, and/or “interfering” behaviour 
must be qualified by the individual interpretation. What one person defines as sexual 
harassment, another person may not, and thus to determine whether an incident is sexual 
harassment or not, it is influenced by the perception of the individual on the matter (Li & 
Wong, 2005; Kamal & Asnarulkhadi, 2011). Perception of sexual harassment among 
women also varies substantially as a result of differences in the sampling strategies 
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employed, different organizational settings, and different operational definitions of what 
is legally sexual harassment given the rather ambiguous nature of sexual harassment 
(Terpstra & Baker, 1987).   
 
 According to Rotunda, Nguyen & Sackett (2001), an important issue that arises when 
trying to define sexual harassment is to identify which behaviours are harassing. Different 
people draw the line in different places as to what behaviour constitutes workplace sexual 
harassment (Yoder & Aniakudo, 1996).  This differing perception is due to the fact that 
it is more difficult to draw the line between consensual (e.g. flirtation) and unwanted 
sexual behaviour and attention.  Giuffre & Williams (1994) found some women workers 
draw “boundary lines” around what they consider sexually harassing behaviours and what 
are pleasurable and/or tolerable.  In a study conducted by Yoder & Aniakudo (1996) most 
women of colour consistently mentioned that it was not simply sexual harassment that 
they experienced or that they were not sure if they could define their experiences as 
harassment. Individuals’ perception of sexual harassment have appeared to depend on the 
type of sexual harassment that they have experienced, i.e. those who have experienced 
milder forms of  sexual harassment were less likely to label them as “sexual harassment” 
(McCabe & Hardman, 2005; Pina & Gannon, 2012).  
 
Tindigarukayo (2006) study identified that women also tend use different yardstick 
when it comes to judging sexually harassing behaviour of their peers in comparison to the 
behaviour of their superiors. Sexualized attention from superiors were those most likely 
to be regarded as sexual harassment. In a recent study by Tseng (2014) also found that 
respondents were more tolerant of colleagues harassment as opposed to harassment by 
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the customer. The organizational power model offers some explanation for the low 
acknowledgement of peer sexual harassment, where the perpetrator’s status is equal to 
that of the victim’s, peer sexual harassment becomes less recognizable for both victims 
and observers (Timmerman & Bajema, 2000; Pina & Gannon, 2012). Additionally, 
Miceli and Near (1992;2005) stated that coupled with the possibility that tolerance for 
ambiguity and field dependence, may also affect identification or recognition of an 
observed organizational activity as wrong doing.  
 
The generalizability of the much published research on sexual harassment in the last 
20 years and the court’s attempt to define the legal boundaries of sexual harassment, the 
findings were clear on just one point: whether a person’s behaviour meets the standard 
for sexual harassment is highly subjective, this appears to be true whether the harassment 
takes place in an academic or employment setting (Balogh, Kite, Pickel, Canel, & 
Schroeder, 2003). In a recent study by Bursik & Gefter (2011) and Joseph (2015) found 
that despite educational interventions and public debates, perception of sexual harassment 
appears to have remained remarkably stable in an academic environment.   
 
This phenomenon has led some to focus on the gap between objective and subjective 
perceptions of harassment or the likelihood respondents will label their experiences as 
sexual harassment (Welsh, Carr, MacQuarrie & Huntley, 2006). Subjectively perceived 
and labelled sexual harassment relies on an individual’s interpretation of an event, while 
objectively defined sexual harassment occurs whenever an event takes place and is 
noticed by others. In general, researchers have found that women who experience 
sexually harassing behaviours often do not label their experiences as ‘‘sexual 
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harassment’’ per se (Settles, Harrell, Buchanan & Yap, 2011). As such, resource 
professionals believe the biggest problem is that the majority of employees and managers 
are still unsure about what constitutes sexual harassment (Agrusa, Coats, Tanner & 
Leong, 2002). Perceptions of sexual harassment can be a very important factor in the 
antecedents, consequences and the choice of response of the victim (Pina & Gannon, 
2012). 
 
3.5.2.1 Perception of Sexual Harassment and Reporting  
Characteristics of the perceived wrongdoing have also been shown to have significant 
implications in the decision to blow the whistle/reporting.  The whistle blowing theory 
states that whistle –blowing is a personal choice and decision; it stands to reason that it 
would be affected by individual’s perception of reality.  Miceli & Near (2005) study has 
concluded that perception of wrongdoing seriousness can be inﬂuenced by personally 
subjective standards of conduct. Labelling, in turn, has been associated with a greater 
likelihood of reporting sexual harassment (Bingham & Scherer, 1993; Perry, Kulik & 
Schmidtke, 1997).  
 
Sexual harassment itself is a complex and multi-layered conundrum not only because 
of its ambiguity but also because it can put people into awkward situations. First, the 
target/victim must be aware that the behaviour in question is actually wrongful, that is 
illegal, immoral or illegitimate.  Second, assessing the influence of situational variables 
such as the seriousness and relative clarity of the events which might occasion reporting 
(e.g.,” Is my superior really propositioning women in the office or is it just good-natured 
teasing? “How serious a moral or legal problem is this”?) requires an account how 
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individuals  come to perceive wrongdoing as clearly objectionable  and serious enough to 
warrant reporting (Jos, Tompkins & Hays, 1989). Because sexual harassment can be so 
ambiguous and intangible, some victims will go without reporting it due to their desire to 
protect their professional relationship with the harasser or in order to maintain their own 
reputation within an organization (Keyton & Menzie, 2007).  
 
Magley and Shupe (2005) found that endorsement of negative attitudes toward sexual 
harassment and belief that sexual harassment is a problem facilitates the labelling  of the 
experiences as ‘‘sexual harassment.’’  It has also been conclusively shown that the 
endorsement of feminist perspectives about unwanted sexual approaches in the workplace 
related to sexual harassment labelling (Schneider, 1982).  Brooks and Perot (1991) found 
that women with higher feminist ideology tend to perceive harassing behaviours as more 
offensive; these women were more likely to label these behaviours as ‘‘sexual 
harassment.’’ 
 
Since there has been disagreement about what exactly constitutes sexual harassment 
and empirical tests of this topic frequently have provided inconsistent results (Blakely, 
Blakely & Moorman, 1995). Weiss and Lalonde (2001) study on responses to sexual 
harassment proved that unambiguous situations led to more assertive responding such as 
reporting the behaviour than ambiguous conditions.  Kalof, Eby, Matheson & Kroska 
(2001) study also found that an overwhelming majority of students who had experienced 
an episode of sexual harassment did not perceive themselves as having been sexually 
harassed, thus failing to report the incident. In a recent study by Holland & Cortina (2013) 
the rate of labelling sexual harassment was lower compared to previous studies, the study 
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found that women were less likely to identify gender-harassing behaviour as ‘‘sexual 
harassment,’’ compared to perceptions of behaviours involving unwanted sexual 
attention/coercion. Tseng (2014) study found that the respondents had the intention to 
report sexual harassment by the customer (hostile sexual harassment) then by their 
colleagues (quid pro quo sexual harassment).   
 
The discrepancy between perception and labelling is largely due to the ambiguous 
nature of harassing behaviour (Weiss & Lalonde, 2001). This is because sexual 
harassment is very much the interpretation of the incident (Lonsway, Cortina & Magley, 
2008) or being aware of it. Similarly, the organization’s attitude towards sexual 
harassment also appears to influence the employees’ perception of sexual harassment in 
a variety of way (McCabe & Hardman, 2005). 
 
3.5.2.2 Studies in Malaysia 
In Malaysia, one of the main reasons why victim of sexual harassment do not report, 
is that women do not label or recognize their experience as sexual harassment (Cruez, 
2009; Lekha, Hishamuddin, Maisarah & Low, 2003; Azizi, Jamaludin & Yusof, 2001).  
When dealing with sexual harassment it may not be a new phenomenon but very few 
people have a complete grasp of what it means (Sabitha & Siti Alida, 2008).  This is 
supported by Roziah, Jamilah, Khairuddin, Mohd & Rohani (2006) study that some forms 
of sexual harassment may be facilitated through a misunderstanding or misperceptions of 
sexual intentions. Victims of sexual harassment have trouble distinguishing harassment 
from an apparently normal gesture of affection in its initial stage, for the line that 
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separates friendly teasing from mild sexual harassment is not always visible (Sabitha & 
Siti Alida, 2008).  
 
Abd Rahim (2003) report indicated that the forms of sexual harassment on the list of 
the Code of Practice is too general as most women are not aware as to what happening to 
them is in fact a sexual harassment act, causing confusion that the act or behaviour is then 
interpreted by the perpetrator and victim as a joke/ friendly act which carries no meaning.  
It should be noted that sexual harassment normally starts off on a low key with the 
harasser gauging the response of the victim and the organization (Sabitha & Siti Alida, 
2008). This ambiguity can provide avenues for parties in conflict to take advantage of 
when dealing with the issue (Roziah, Jamilah, Khairuddin, Mohd & Rohani, 2006). 
Maimunah Aminuddin and lawyer Thavalingam Thavarajah stresses the need to educate 
people on the need to know exactly what sexual harassment is and their rights (“It’s an 
act”, 2008, p.28) i.e. to learn how to differentiate between behaviour that is relatively 
harmless, behaviour that reflects poor social skills and behaviour that fits the legal 
definition of sexual harassment (Kamal & Asnarulkhadi, 2011). In addition, defining 
sexual harassment at work has some ramifications because it distinguishes legal from 
illegal behaviour, acceptable and unacceptable work culture (Roziah, Jamilah, 
Khairuddin, Mohd & Rohani, 2006). 
 
 Lekha, Hishamuddin, Maisarah & Low (2003) study highlighted that a particular type 
of behaviour may be perceived as flattery by one group and as harassment by another 
solely on the basis of one’s value system or how one is socialized. Past research has 
indicated that cultural values do affect how women view sexual harassment (Shelton & 
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Chavous, 1999), comparative study done between Western and Asian women found that 
there were differences in perception, thus proofing that cultural values do play a role; but 
very little research has been conducted on the reason why women don’t interpret their 
experience as sexual harassment. Cultural differences no doubt may arise from 
differences in socialization practices by the religious values i.e. Islam, Buddhism, 
Christianity or Hinduism despite a shared commonality of a Malaysian culture. Sexual 
harassment generally is higher in countries with more traditional gender–role attitudes 
(i.e. Malaysia).   
 
In a study conducted by Ng & Jamilah (2002), despite the existence of sexual 
harassment policies in the companies, employees had problems defining what constituted 
sexual harassment; most respondents were more familiar with the physical form of sexual 
harassment only.  Sexually explicit behaviour like touching is more highly rated as sexual 
harassment than comments, looks or gestures which until today are viewed as normal and 
acceptable occurrences (Kamal & Asnarulkhadi, 2011). Human resources specialist 
Maimunah Aminuddin , who co-authored  the book, A Guide to the Malaysian Code of 
Practices on Sexual Harassment in the Workplace, said many people still think there no 
harm in dirty jokes, or making comments about another’s body shape, or even what one 
did with one’s husband the night before (“ It’s an act”, 2008, p.28).    
 
The findings of Sabitha & Nasrudin (2007) study showed that offensive behaviours to 
which individuals have reported being exposed to have not consistently been recognized 
as sexual harassment. Azizi, Jamaludin & Yusof, (2001) study also found that 87.8% of 
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the women respondent had experienced at least one form of sexual harassment but only 
30% of them had labelled the incident as sexual harassment. 
 
Experiencing a sexual harassment act is an unpleasant experience if the individual does 
not put a stop to it; it is highly likely that the behaviour will continue causing further 
distress to the individual. Women’s personal experiences, especially the types of sexual 
attention they have received or are accustomed to receiving, may colour their beliefs as 
to what constitutes sexual harassment (Powel, 1983). Besides, the prevailing norms and 
their position in the patriarchal social structure also affects women who experience sexual 
harassment in deciding whether and how to respond (Chamberlain, Crowley, Tope & 
Hodson, 2008).  As such, it is of utmost importance to determine the level of awareness 
of sexual harassment among its women employees in order for the management to 
effectively deal with the issue. 
 
3.5.2.3 Gaps in the literature 
Other similar construct such as awareness/ ambiguity of harassment/ situational 
ambiguity /attitude/ labelling or definition of sexual harassment have also been used to 
describe perception of sexual harassment. Despite the differences in terminology, these 
constructs measure if the behaviour is recognised as sexual harassment by the 
victim/target. 
 
Mostly, studies on perception of sexual harassment in the West have studied 
perception of sexual harassment has a dependent variable, there has been only three 
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studies thus far, that viewed a similar construct to perception e.g. ambiguity/ labelling / 
perception of harassment as an independent variable to reporting of sexual harassment 
(Kalof, Eby, Matheson & Kroska, 2001; Weiss & Lalonde, 2001; Timmerman & Bajema, 
2000) (Table 3.7). 
 
Table 3.7 Past studies in Western countries on perception on sexual harassment 
(PSH) 
PSH as Dependent variable PSH as Independent variable 
Bursik & Gefter  (2011) Kalof, Eby, Matheson & Kroska 
(2001)  
Yonca Toker & Simuer ( 2010) 
Sakallı-Uğurlu, Salman & Turgut (2010) 
Weiss & Lalonde (2001) 
Ohse & Stockdale (2008)  Timmerman & Bajema (2000)  
Limpaphayom, Williams & Fadil (2006)   
Welsh, Carr, MacQuarrie & Huntley (2006)  
Mc Cabe & Hardman (2005)  
Li & Lee Wong (2005)  
Coats, Agrusa & Tanner (2004)  
Balogh, Kite, Pickel, Canel & Schroeder 
(2003) 
 
Kennedy & Gorzalka (2002) 
Argusa, Coats, Tanner & Leong (2002) 
 
Muliawan & Kleiner (2001) 
Rotunda, Nguyen & Sackett (2001) 
 




In Malaysia, most studies have also focused perception of sexual harassment as a 
dependent variable, only two studies had looked at perception of sexual harassment as the 
independent variable to knowledge management (Sabitha & Siti Alida, 2008) and Ng & 
Jamilah (2002) (Table 3.8).  
 
This study looks at perception of sexual harassment as the independent variable to 
reporting sexual harassment. 
 
Table 3.8 Past Studies in Malaysia on perception of sexual harassment (PSH) 
PSH as Dependent variable PSH as Independent variable 
Sabitha, Asmak & Nur Sabrina (2011) Sabitha & Siti Alida (2008) 
Sabitha (2008)  Ng & Jamilah (2002) 
Sabitha & Sharifah (2008)   
Sabitha Nasrudin ( 2007)  
Sabitha (2007) 
 
Roziah, Jamilah, Khairuddin, Mohd & Rohani  
(2006) 
 
Sabitha & Azmi (2004)  
Sabitha (2001)  
 
 
3.5.2.5 Operational Definition of Perception of Sexual Harassment 
In this study, perception of sexual harassment refers to the respondents understanding 
on what constitutes sexual harassment, especially, when a sexual behaviour is in its most 
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subtle forms. The perception is measured against behavioural perspective definition of 
sexual harassment i.e. behaviours that constitute sexual harassment as per the behaviours’ 
listed in the Code of Practice on the Prevention and Eradication of Sexual Harassment in 
Workplace (Appendix A).  
 
3.5.3 Self Efficacy 
From the viewpoint of social cognitive theory, self-efficacy is considered the chief 
construct that links abilities with performances (Bandura, 1986). Self-efficacy’ beliefs are 
often defined as our own capabilities to plan and execute courses of action required to 
reach certain aims (Duran, Extremera, Fernández-Berrocal & Montalbán, 2006).  In other 
words, self-efficacy identifies how individuals apply, combine and order their skills in 
various ways that can affect task related performance (Gundlach, Douglas & Martinko, 
2003). The higher the self-efficacy a person feels, the more confidence he or she will feel 
about successfully performing a task in a certain domain (Villanueva & Sanchez, 2007).  
 
According to social cognitive theory individuals act according to how they interpret 
organizational realities, and this interpretative activity is influenced by one’s ability to 
read and understand their thoughts, feelings and behaviours via self-awareness, regulation 
and control which are key factors that lead to the development and actualization of self-
efficacy beliefs (Bandura, 1986, 1997). Thus, individuals can cognitively influence their 
beliefs and behaviours based on how they interpret information and cues from within 
themselves and from external sources (Gundlach, Douglas & Martinko, 2003).   
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Where else, the level of self-efficacy refers to its dependence on the difficulty of a 
particular task and generality pertaining to the transferability of self-efficacy beliefs 
across activities. The level/strength of perceived efficacy is measured by the amount of 
one’s certainty about performing a given task or how capable one believes oneself to be. 
What we believe about ourselves strongly influences our task choice, the level of effort, 
persistence, resilience and how we subsequently perform (Bandura, 1997). People with a 
strong self-efficacy set themselves more challenging goals and maintain stronger 
commitment to those goals than do people with a poorer sense of efficacy (Penrose, Perry 
& Ball, 2007). 
 
Self-efficacy has been found to be one of the strongest factors in predicting 
performance in domains as diverse as sports, business, workplace, education (Klassen, 
Krawchuk & Rajani, 2008) behaviours and attitude (Salami, 2010). Self-efficacy has been 
studied in conjunction with many workplace issues including group effectiveness (Prussia 
& Kinicki, 1996); stress and coping (Schaubrock & Merritt, 1997); creativity and 
productivity (Tierney & Farmer, 2002) and managerial effectiveness, higher performance 
and idea generation (Gundlach, Douglas & Martinko, 2003; Adejuwon & Lawal, 2013).  
Specifically, individuals with greater beliefs of self-efficacy, compared with those with 
lower levels of self-efficacy beliefs,  reported better health, greater social integration, 
higher attainments (Schwarzer & Schmitz, 2004 as citied in Duran, Extremera, 




Additionally, self-efficacy is also believed to be an important predictor of academic 
burnout, those who score higher on measures of self-efficacy show fewer symptoms of 
burnout and report higher levels of engagements (Duran, Extremera, Fernández-Berrocal 
& Montalbán, 2006). All these studies largely indicate that self-efficacy is positively 
related with more desirable workplace outcomes (e.g. high level of performance), while 
being negatively related to undesirable workplace outcomes (e.g. high levels of perceived 
stress). 
 
A sense of personal efficacy is rooted in the core belief that one has the power to 
produce desired effects by one’s actions, otherwise one has little incentive to act or to 
persevere in the face of difficulties (Benight & Bandura, 2004). ). Self-efficacy is 
theorized to be a pre-requisite for such behaviour to occur (Bandura, 1997) as it’s a 
judgement of specific capabilities. Actions are pre shaped in thought and people anticipate 
either optimistic or pessimistic scenarios in line with their level of self-efficacy 
(Adejuwon & Lawal, 2013).  People tend to avoid activities and situations they believe 
exceed their coping capabilities, but they readily undertake activities and select social 
environments they judge themselves capable of handling (Ozer & Bandura, 1990). 
 
Self-efficacy plays a key role in stress reactions and quality of coping in threatening 
situations (Benight & Bandura, 2004). Many women are distressed and constricted by a 
sense of inefficacy to cope with the threat of sexual assault (Ozer & Bandura, 1990). 
Personal empowerment is an important factor in preventing and controlling sexual 
abuse/assault (Ozer & Bandura, 1990). People’s beliefs in their coping efficacy influence 
vigilance toward potential threats and how they are perceived and cognitively processed 
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(Benight & Bandura, 2004). Therefore, effective coping requires not only skills but self-
beliefs of efficacy that ensure their effective use (Ozer & Bandura, 1990).  Self-efficacy 
is not considered a personality trait, it is considered a situation-specific construct, and it’s 
a judgement of specific capabilities. 
 
Studies have also shown that the higher the self-efficacy levels, the greater the 
likelihood that battered or abused women will leave their abusers (Benight & Bandura, 
2004). High self-efficacy was accompanied by means of coping aimed at resolving 
problems and lesser focus on emotional distress created by the abusiveness and a lower 
sense of hopelessness (Benight & Bandura, 2004). Gidycz, Rich, Orchowski, King & 
Miller (2006) study on sexual assault risk-reduction program and in measuring the 
likelihood of reporting sexual victimization among undergraduate women, found that 
increased self-efficacy over time created a more assertive responses\ when dealing with 
sexual assault. This was also evident in a follow up study by Orchwoski, Gidycz & Raffle 
(2008) that increased self-efficacy led to the use of various resistance strategies in 
preventing sexual assault.  
  
Self-efficacy does determine an individual’s resiliency to adversity and his/her 
vulnerability to stress and depression (Bandura & Locke, 2003). Individuals with high 
self-efficacy do not permanently retreat from setbacks but will rather continue to 
endeavour with even greater effort, have a greater propensity for delayed gratification, 
demonstrate higher commitment, are more diligent and effective in developing problem 
solving and coping strategies (Bandura, 1997).  
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Beu, Buckley & Harvey (2003) argued that individuals with high self-efficacy display 
high self-esteem and competence when faced with challenging situations (e.g. ethical 
dilemmas). Such persons are more likely to make a sound judgment and engage in a 
correct ethical behaviour. As stated by Beu, Buckley & Harvey (2003, p. 93), “cognitive 
consistency theory suggests that ethical behaviour is more consistent with a self-
perception of high worth, the confidence in personal competence exhibited by high self-
efficacy individuals should allow them to believe they can succeed without unethical 
means.” Prior studies have also found that self-efficacy was the strongest predictor of 
intentions to follow rules (Broadhead-Fearn & White, 2006). Adejuwon & Lawal (2013) 
study on self-efficacy and psychological well-being found that there was a direct 
relationship between the two variables. 
 
In relation to sexual harassment, the strength of target/victim’s convictions in their 
own effectiveness is likely to affect whether they will even try to cope with the threat of 
sexual harassment (Bandura, 1977). This is when the perceived self-efficacy plays an 
important role in influencing the choice of action i.e. either confronting the harasser or 
seek advocacy.  
 
Individuals with a high level of self-efficacy have self-direction which is argued to 
limit harassment vulnerability because self-directed individuals are typically more 
competent (Kauppinen-Toropainen & Gruber, 1993).  By behaving assuredly, they are 
able to handle the harassing situation that would otherwise be intimidating (Bandura, 
1977).   The discussed aspects of self-efficacy are relevant to the study as they allow the 
individual to endure a potentially stressful and difficult situation often related to blowing 
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the whistle (Jos, Tompkins & Hays, 1989; Wise, 1995 as citied in MacNab & Worthley, 
2008) or reporting a sexual harassment act.   
 
3.5.3.1 Self efficacy and Reporting 
Although no studies were found that has directly used self-efficacy to predict reporting 
of sexual harassment, there are studies that have identified self-efficacy as a predictor to 
whistle blowing.  
 
Miceli & Near (1992) provided a model that establishes the potential importance of 
self-efficacy to decisions related to whistleblowing. Self-efficacy explicitly plays an 
important role in this model as a component within the personal factor category. The 
whistle blowers personal situations will influence their decision through a) whether they 
have alternate sources of financial and emotional support, b) what the costs will be to 
them personally and c) whether their individual characteristics are such that they would 
be likely to take such a step (Near & Miceli, 1985). 
 
Thus far there are only two studies that have studied the effect of self-efficacy as a 
personal characteristic on whistleblowing. In MacNab & Worthley (2008), study self-
efficacy has been found to influence participant’s propensity to report internal 
whistleblowing, consistently in both the US and Canada. Seasoned participants with 
greater management and work experience demonstrated higher levels of self-efficacy and 
one’s gender also influenced the level of self-efficacy.  Wise (1995 as citied MacNab & 
Worthley, 2008) and Vadera, Aguilera & Caza (2009) study had also examined the 
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influence of self-efficacy on whistle blowing but did not find a strong correlation as 
proposed by Miceli & Near (1992).  
 
There are also studies that have identified similar constructs to self-efficacy as 
predictors to whistleblowing and reporting sexual harassment.  According to Judge & 
Kammeyer-Mueller (2011) in his study of core-evaluations concepts had stated that the 
traits such as self-esteem, locus of control, neuroticism and generalized self-efficacy share 
many similarities, for example, all these traits assess the positivity of self-description and 
showed a similar correlation pattern to subjective well-being, job satisfaction and job 
performance. Thus, it is appropriate for studies using similar construct as self-efficacy to 
be reviewed because these constructs help in understanding why self-efficacy is a 
predictor to reporting sexual harassment. 
 
Knapp, Faley, Ekeberg & Dubois (1997) review of determinants of individual’s 
reaction to sexual harassment found that the individual’s personal attributes affect their 
reaction when faced with a sexually harassing behaviour. For example, the individual’s 
level of assertiveness was found to be positively related to confronting the harasser 
(Adams-Roy & Barling, 1998). Women with higher levels of self-esteem, internal locus 
of control or other possible evaluations of self tend to employ initiator-focused responses 
strategies i.e. making a formal report than individuals with lower self-esteem and external 
locus of control (Roth & Fedor, 1993 in Knapp, Faley, Ekeberg & Dubois, 1997; Chiu, 
2003; Near & Miceli, 1985).   In fact, research in the stress/coping literature underpins 
the possibility that self-esteem or other possible evaluations of self also has an influence 
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on individual expectations for responses outcomes (Knapp, Faley, Ekeberg & Dubois, 
1997). 
 
Also, studies on predictors of whistle blowing by Near & Miceli (1985) and Miceli & 
Near (2005) found that the employee’s personal characteristics (i.e. self-efficacy) played 
an important role in the whistle blowing process.  
 
Lazarus & Folkman (1984) have noted that coping strategies may be more effective 
when they match the characteristics of the person using them. Long, Kahn and Schutz 
(1992) built a causal model of stress and coping taking into consideration the intervening 
effects of environmental and individual variable on coping strategies and outcomes. The 
authors reasoned that environmental variables (e.g. work support and type of stressor) 
and individual characteristics (e.g. demographics and self-efficacy) have an effect on 
stressful circumstances and related coping options.  
 
In dealing with sexual harassment, people who believe they can exercise some control 
over the situation will try hard to do so and are perseverance in their efforts. Those who 
judge themselves highly efficacious would find it easier to dismiss the situation than those 
who have lower efficacy level who exhibit increased subjective distress. 
 
These contributing areas of self-efficacy and the proposed relation to whistleblowing 
(Miceli & Near, 1992) serve as potentially meaningful indicator related to decisions to 
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blow the whistle or report sexual harassment (MacNab & Worthley, 2008). Consistent 
with this line of reasoning, an individual with high self-efficacy will be in control when 
faced with sexual harassment. It is likely that individuals with high in self-efficacy will 
be more apt to believe that they can effectively cope with the sexual harassment 
experience; such individuals are likely to view sexual harassment as unjust, unprovoked 
and inappropriate (Gallus, 2010). As such, with regard to reporting the sexual harassment 
experiences, individuals who have high self-efficacy will be more likely to report their 
experience and cope effectively. 
 
3.5.3.2 Studies in Malaysia 
There are no studies in Malaysia linking self-efficacy and reporting of sexual 
harassment. However, Danila (2012) examined the relationship between self-efficacy and 
intention towards whistle-blowing found that auditors with a high self-efficacy had the 
intention to whistle-blow if it was deemed necessary. 
 
Another point to consider is that part of the reason why women do not report sexual 
harassment in Malaysia citied by various studies was that they lacked the confidence, was 
embarrassed, was helpless, afraid of the consequences, backlash from colleagues or 
superiors, criticized for complaining about the experiences, threatened, considered a 
“troublemaker”, encouraged to drop a complaint, more trouble followed and was not 
believed. (Selvarani & Tan, 2007; Zarina, 2007; Phuah, 2008; Gomez, 2009, Cruez, 2009; 
Loh, 2009). All these are indicators that the women lacked the much needed self-
confidence to muster enough courage to make the report.  
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Self-efficacy concerns the belief that one can effectively handle given situations; firm 
belief in one’s efficacy can sustain efforts over prolonged periods in the face of 
uncertainty or repeated negative outcomes, i.e. the fear of retaliation (Bandura, 1997; 
1982). Conversely, a low sense of efficacy will only cause one to doubt their capabilities, 
withdraw away from incidents in which they view as personal threat i.e. the harassing 
situation.  
 
3.5.3.3 Gaps in the Literature 
Thus far, there are no studies on self-efficacy and reporting of sexual harassment. Even 
empirical investigation on the influence of self-efficacy on whistle blowing decisions 
have been few, this presents a notable gap in the literature which this study will address.  
 
3.5.3.4 Operational Definition of Self Efficacy 
Perceived efficacy is a judgement of one’s capability in handling a sexual harassment 
act/behaviour. This study follows Bandura (1997) definition of self-efficacy i.e. the 
individual’s expectancy about whether she can successfully perform the behaviour in 
question i.e. the respondent’s confidence in utilizing assertive responses to potentially 
threatening sexually harassing situations.  
 
3.6 Intention to Report 
Intention to report is defined as the act of telling an organizational authority (e.g. 
supervisor, equal employment opportunity representative, manager or person with 
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authority) about unwanted or offensive sex-related behaviour (whether or not the 
individual explicitly labels this experience as “sexual harassment”) (Bergman, Langhout, 
Palmieri, Cortina & Fitzgerald, 2002). 
 
The decision to report sexual harassment may be driven by the target's/victim’s and 
others' attitudes concerning sexual harassment. Additionally, the target's/victim’s 
perceptions of personal control over their situation may also influence the reporting 
behaviour.  The initial stage is to have the intention to report, once the intention is formed, 
the behaviour will follow pursuit.  
 
3.7 Applying the Theory of Planned Behaviour (TPB) to intention to report sexual 
harassment 
In the remaining section, each construct in TPB is discussed and how it contributes to 
intention to report sexual harassment. The chosen construct within the TPB is dependent 
upon the type of behaviour and the nature of that situation. 
 
Underlying the most basic components of TPB is the proposition that individual 
behaviour is influenced by salient information or beliefs that are relevant to such 
behaviour. The theory assumes that intention to perform a certain behaviour is a central 
factor in its actual performance, and that people are more inclined to perform this 
behaviour when intentions are reinforced (Natan, Hanukayev & Fares, 2011).  In other 
words, an intention is assumed to be a necessary condition for voluntary action, which 
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may triggered by the individual’s attitudes, social pressure and efficacy beliefs (Alleyne 
& Broome, 2011).  
 
Specifically, in this study, it is predicted that the victim will hold stronger intention to 
end the sexually harassing behaviour if they held unfavourable attitude towards the 
behaviour, believe that other will support them in reporting the behaviour and that they 
have the capability in ending the behaviour. 
 
The dependent variable of this study, the intention to report, refers to the individual’s 
probability of actually engaging in reporting the act. The three dimensions that determine 
the reporting intention include perception of sexual harassment (attitude), climate for 
sexual harassment (subjective norm) and self-efficacy (perceived behavioural control) 
(Figure 3.5 ).   
 
Figure 3.5: Research Model based on the Theory of Planned Behaviour                                                           
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The study only looks at the experiential aspect of attitudes, whether the individual 
finds the sexually harassing behaviour disturbing which refers to the perception of sexual 
harassment. 
 
Foulis & McCabe (1997) study on factors that affect attitudes and perception of sexual 
harassment found that the respondent’s perceptions of sexual harassment significantly 
predicted attitudes towards sexual harassment. The correlation between these two 
variables revealed that those participants with more tolerant attitudes toward sexual 
harassment perceived fewer incidents to be sexual harassment.  This finding is consistent 
with past research in which perceptions and attitudes were found to be negatively 
correlated (Mazer & Percival, 1989).  However, perceptions played a more important role 
in attitudes to sexual harassment for the working group; this may be due to the fact that 
workers were more likely to  experience  sexual harassment and as such their perception 
of what constitutes sexual harassment are more likely to influence their attitudes toward 
the behaviour. 
 
If the individual’s perception of the behaviour is disturbing, it would mean that the 
individual is fully aware that the behaviour in question is a sexual harassment act, thus, 
will have the intention to report the behaviour.  On the other hand, if an individual’s 
perception of the behaviour is not disturbing, it would mean that the individual is not 
aware that the behaviour in question is a sexual harassment act, hence, will not have the 
intention to report.   
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Hypothesis 1- Perception of sexual harassment has no significant relationship to 
intention to report sexual harassment 
 
Subjective norms 
The study looks at descriptive norms which refer to the individual perception of 
support among member of the workgroup and organization. In a work situation, the source 
of these norms is likely to include leaders, managers and those of co-workers who are 
closely associated with the individual. For example, if an employee does not believe that 
managers or colleagues are concerned with sexual harassment, then the employee is less 
likely to report the sexually harassing behaviour.  
 
This relates well with organizational climate which measures the perception of social 
pressure stemming from beliefs about whether important others will, themselves, perform 
the behavior in question. Here the opinions and actions of significant others provide 
information that individuals may use in deciding what to do themselves (Rivis & Shreen, 
2003).  Halbesleben (2009) explained this phenomenon using the concept of pluralistic 
ignorance whereby an individual has an opinion but mistakenly believes that the majority 
of his or her peers hold an opposite opinion. This is due to the misreading of the 
behavioural cues by members of a reference group, which leads the individual to hide 
their true opinion in order to maintain their social identity with the group (Prentice & 




Certain other organizational conditions may also dampen the assertive response even 
if the victim/observer is conscious or eager to exercise their legal rights (Vijayasiri, 2008) 
i.e. the presence of the organizational climate that “legitimizes” the harassment. The 
corporate environment or culture within which the sexual harassment occurs is the most 
important factor in contributing to the integrity of reporting process.  Notwithstanding an 
impressive set of written rules and procedures, if the tone set by management is lax; 
reporting is less likely to occur. Whether management is adhering to enforcing company 
standards and principles for reporting sexual harassment is vital in understanding the 
likelihood of the employee reporting the act. 
 
The individual’s perceptions of the workplace influences the individual feelings 
thought and behaviour which is particularly relevant when seeking to understand the 
individual’s response (Estrada, Olson, Harbke & Berggren, 2011). 
 
As such, if the individual perceives that the organization climate has having a high 
tolerance for sexual harassment, the individual will be pressured into not reporting the 
sexual harassment behaviour/act.  On the other hand, if the individual perceives that the 
organization climate has a low tolerance for sexual harassment; individual will feel 
motivated to report the sexual harassment act/behaviour.  
 
Hypotheses 2 -Climate for sexual harassment has no significant relationship to 
intention to report sexual harassment.  
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Perceived behavioural control 
The perceived behavioural control in this study refers to the individual’s level of self 
-efficacy. The coping strategy a woman selects depends on her personal style, the type of 
incident and her expectation that the situation is susceptible to resolution (Conte, 1999). 
Self-efficacy is a pre-existing characteristic of the target which - those with high self-
efficacy would choose advocacy seeking i.e. reporting the behaviour to a supervisor, and 
internal official body, or an outside agency and asking another person to intervene, or 
seeking legal remedies.  
 
Byrne & Arias (2004) suggested that self-efficacy and skills that are necessary to 
increase control, an important point of intervention among women contemplating 
terminating their abusive relationship. Increased self-efficacy and skills enable the 
women to engage in steps necessary to terminate an abusive relationship may influence 
intentions and actual decisions regarding the relationship. More importantly, the high 
self-efficacy levels help women who decide to leave, avoid returning to an abusive 
partner.  In addition, Natan, Hanukayev & Fares (2011) study on factors affecting Israeli’s 
nurse’ reporting violence perpetrated against them in a workplace, also proved that self-
efficacy imparts the feeling that one is capable of controlling the present situation, which 
was the key factor in the causal structure because it operates on motivation and action 
directly and through its impact on the other determinants. Many studies show the 
increased self-efficacy raises the chance of performing preventive behaviours in 
particular (Natan, Hanukayev & Fares, 2011; Ozer & Bandura, 1990). 
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Yeater & O’Donohue (1999) review of past studies on sexual assault prevention 
programs found that when self-efficacy of a women was higher, she was able to defend 
herself better from sexual assault. In a comparative study by Sochting, Fairbrother & 
Koch (2004) also found that self-efficacy brought about reduce anxiety and better control 
over the situation. 
 
Self-efficacy, when applied to this study, is the extent to which an individual believes 
that she has the confidence and ability to handle the perpetrator and put end to the sexually 
harassing behaviour, the more likely the individual will report the sexual harassment 
behaviour/act. If the individual believes that she lacks the confidence and ability to handle 
the perpetrator or the sexually harassing behaviour, the individual will avoid or deny the 
situation thus, it is unlikely the individual will report the behaviour. Consistent with TPB, 
holding behavioural intentions constant, an individual’s self-efficacy over reporting i.e. 
the extent to which an individual believes she has the capability to execute the course of 
action will impact whether or not the behaviour is attempted. 
 
Hypotheses 3 – Self –efficacy has no significant relationship to intention to report 
sexual harassment    
 
Intention to report 
In Asia, cultural taboos surrounding sexual behaviour makes it difficult to obtain 
evidence of sexual harassment in educational institutions (Joseph, 2015). Due to the 
impossibility of carrying out an investigation into unethical conduct i.e. sexual 
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harassment in the workplace in Malaysia, caused by the nature of the act itself, not many 
women are willing to disclose the fact that they have been harassed, this is evident in the 
number of reported cases (Chiu, 2003). Furthermore, the public universities in Malaysia 
were reluctant to disclose any information on reported cases of sexual harassment. 
 
In addition, prior literature also had focused on and tested behavioural intention rather 
than actual behaviour as the dependent variable, given the above argument of the 
existence of a strong relationship between intention and actual behaviour, and the inherent 
difficulties of accessing and measuring actual behaviours (Carpenter & Reimers, 2005; 
Devonish, Alleyne, Charles-Soverall, Marshall & Pounder, 2010), intention to report is 
used as the operational variable in this study. 
 
In this study the intention to report is measured when an individual has the intention 
to report the sexual harassment act be it a friend or colleague, or to a university official 
e.g. one’s head of department or faculty dean, in comparison with a more passive, but 
apparently common responses such as ignoring the incident or telling no one (Brooks & 
Perot, 1991).   
 
TPB was the chosen framework because the determinants of advocacy behaviour 
involves more than an examination of personal beliefs and their influence on attitudes, 
but also explores elements of organizational climate that have an impact on behaviour 
change (Betts, Hinsz, & Heimerdinger, 2011) such  as the opinions and actions of 
significant others provide information that individuals may use in deciding what to do 
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themselves (Rivis & Shreen, 2003) as well as the level self-efficacy, the extent to which 
an individual believes they have the capability and the internal resources to  handle the 
situation (Betts, Hinsz, & Heimerdinger, 2011).  
 
Fishbein and Ajzen had acknowledged, the model works best for behaviours that are 
under the individual’s volitional control. Putting a stop to the sexual harassment act by 
reporting is completely within the individual’s control.  However, little is known about 
TPB ability to predict sexual abuse from the perspective of the victim. Even less is known 
about the extent to which each TPB construct acts in predicting intentions for each 
different form of abuse (Betts, Hinsz, & Heimerdinger, 2011). 
 
Human behaviour is a result of one’s cultural and social background (Chiu and 
Kosinski, 1999), as such, the relative importance of attitude, subjective norm, and 
perceived behavioural control in the prediction of intention is expected to vary across 
behaviours and situations. While studies have proven TPB cross culturally applicability, 
most importantly, is also which variables in this theory plays an important role when it 
comes to reporting sexual harassment among the women administrators in Malaysia. 
 
There are several other issues that need to be taken note of, firstly, the study is 
conducted exclusively on female administrators only. There are several reasons for this. 
To start with, female labour force participation has risen to record levels both absolutely 
and relative to that of men, and women have become more tied to the labour market (Blau 
& Kahn, 2007).  Today, women working in the Malaysia public sector comprise almost 
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53% of the total workforce of the public sector.  The vast majority of victims of sexual 
harassment are women (Fitzgerald, Shullman, Bailey, Richards, Swecker, Gold, ... & 
Weitzman, 1988; Hilary & Michele, 2007; McDonald, 2012). The rates of sexual 
harassment of women far exceed those of men, violence against men amount to only 4% 
(reports lodged) ( “Ministry will help”,  2008). 
 
3.8 Conclusion 
Although research examining prevalence of sexual harassment is likely to be subjected 
to under-reporting biases (Pina, Gannon & Saunders, 2009), current figures suggest that 
sexual harassment is prevalent in Malaysia. Considering that attempts to control sexual 
harassment based on victims reporting the incident has been met with difficulties, as such 
it is imperative that researchers understand the reasons causing these behaviours and the 
perpetrators that commit them, with the expectation that the findings will assist both the 
women and the organization in doing the needful in putting a stop to sexual harassment.  
Clearly, a reduction in the incidence of sexual harassment is desirable, both for 
employees’ health and safety and the organization’s optimal performance (Adams-Roy 







CHAPTER 4: RESEARCH METHODOLOGY 
4.1. Introduction 
This section describes the methods and procedures used to achieve the objectives of 
the research as discussed in chapter one. The discussion starts with the research design 
followed by research site, unit of analysis, population of study, measurement, translation 
of questionnaire, pilot study, sampling method, data analysis of pilot study and data 
collection of actual study.  
 
4.2 Research Design  
This study is empirical in its nature and employs a cross-sectional research design and 
is quantitative in its approach. Sekaran (2005) defines cross-sectional research as a study 
where data are collected only once, at a single point in time to be able to provide answers 
to the formulated research questions. The survey method is a feasible channel for 
measuring psychological variables such as judgement, attitudes, orientation and beliefs 
(Chadwick, Bahr & Albrecht, 1984; Kerlinger, 1979), providing insights about causal 
explanations (Zikmund, 1997) using a comparatively large number of respondents in 
dispersed locations. 
 
An effective method in exploring feminist study is quantitative research (Hankivsky, 
1999) and is often considered value neutral (Sprague, 2008). It is an effective tool in 
understanding the similarities and the dissimilarities in the experiences of women, as well 
as for setting women’s experiences in a larger context (Hankivsky, 1999). For instance, 
the statistical information allows the researcher to identify the magnitude of a widely 
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occurring problem such as sexual harassment (Hankivsky, 1999), especially in estimating 
the degree to which sexual harassment incidents occur within the organizations (Ilies, 
Hauserman, Schwochau & Stibal, 2003).   
 
Furthermore, it may be comforting for women who have experienced abuse, to know 
that their experience is not an isolated individual incidence, but rather one that has been 
shared by a large number of women (Hankivsky, 1999). Lee, Heilmann & Near (2004) 
believed that data on reporting of sexual harassment should be collected anonymously 
because of the sensitivity of the information being collected. Furthermore, in a country 
like Malaysia where open discussion on sexual harassment is a taboo, collecting 
information on such an experience is usually done anonymously. The anonymity by itself 
reduces the social pressure, thus may reduce social desirability bias that is linked with 
issues such as sexual harassment.  
 
Another reason would be that past studies on reporting of sexual harassment have 
either used the behavioural experiences survey, in which a list sexually harassing 
behaviours defined by the researcher was given to the respondent or the direct query 
survey, in which, the respondent is allowed to define sexual harassing behaviours (Ilies, 
Hauserman, Schwochau & Stibal, 2003). In a meta analytic review of 55 probability 
samples, in studies using  the direct query method, only 24% of women reported having 
experienced potentially harassing behaviour, where else, with the behavioural 
experiences’ method, 58% of women reported having be subjected to sexual harassment 
at the workplace (Ilies, Hauserman, Schwochau & Stibal, 2003). The difference between 
the two methods reflects in part the mismatch between the respondents' and the 
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researcher's definition of sexual harassment and the respondents' willingness to label the 
behaviour as sexual harassment (Ilies, Hauserman, Schwochau & Stibal, 2003).  The 
behavioural experience survey had the advantage of reducing the respondent’s perceptual 
bias thus allowing more meaningful comparisons across studies and time (Ilies, 
Hauserman, Schwochau & Stibal, 2003). Perry, Kulik & Schmidtke (1997) study showed 
that the use of a scenario or survey method in studying reporting of sexual harassment 
yielded the same results. These reasons, among other things, underlined the choice of 
such a design for this research. 
 
Based on McDonald (2012) review of workplace sexual harassment literature in last 
30 years, the general methodological guideline for survey research is to use the legally 
defined objective measures which are considered most appropriate when assessing legal 
outcome of sexual harassment while behavioural defined perceptual measures are likely 
to be more important in predicting target's responses and organizational outcomes 
(Lengnick-Hall, 1995). 
 
4.3 Research Site  
The research site of this study is based on the list of public universities from The Public 
Universities’ Management Division of Ministry of Higher Education1 (Table 4.1). All 
public universities are located in West Malaysia except University of Malaysia Sarawak 
                                                 
 
1 website: www.mohe.gov.my accessed on 19th December 2012 
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and University Malaysia Sabah are located in East Malaysia. The year of establishment 
follows the year the institution was awarded the full university status. To date, there are 
20 public universities comprising 5 research universities, 4 comprehensive universities, 
and 11 focussed universities. Research universities focuses on research, Focussed 
universities concentrate on specific fields related to its establishment, while 
Comprehensive universities offer a variety of courses and fields of study. 
 
Table 4.1 List of public universities by the year of establishment. 
University Year of establishment 
University of Malaya (UM)                                1949 
University Science Malaysia (USM) 1969 
National University of Malaysia (UKM)              Research  1970 
University Putra Malaysia(UPM)                          Universities 1971 
University Technology Malaysia (UTM) 1975 
International Islamic University Malaysia (IIUM) 1983 
University of Malaysia Sarawak (UNiMAS)           Comprehensive 1992 
University Malaysia Sabah (UMS)                              Universities 1994 
University Technology Mara ( UiTM)  1999 
Sultan Idris Education University (UPSI) 1997 
Northern University Malaysia (UUM) 1984 
University Malaysia Pahang (UMP) 2000 
University Malaysia Perlis (UniMAP) 2001 
University of Sultan Zainal Abidin (UnisZA) 2006 
University of National Defence Malaysia (UPNM)     Focussed 2006 
University Malaysia Kelantan (UMK)                         Universities 2006 
Islamic Science University Malaysia (USIM) 2007 
University Malaysia Terangganu (UMT) 2007 
Universiti Tun Hussein Onn Malaysia (UTHM) 2007 
Universiti Teknikal Malaysia Melaka (UTeM) 2007 
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4.4 Unit of analysis 
Female administrators within the public university were the unit of analysis, 
specifically, both administrators and assistant administrators with job codes N54 to N41. 
Administrators are non-academic staff employed by the university to perform 
administrative functions and do not carry out any teaching assignment (Szekeres, 2004). 
In a typical university set up, this includes administrators in departments, faculties, 
centres, units and branches of a university. They head the administration section of the 
university either in departments, centres, units, branches or faculties, have control and 
responsibilities over the general administration and the administrative staff who come 
under their supervision (Mokhtar, 2006).  
 
4.5 Population of study 
A population of the study is a large collection of possible respondents to whom the 
outcome of the study will be generalised (Salkind, 2000).  The sample of this study is the 
total population of female administrators in all the public universities within West 
Malaysia, a total of 18 public universities. 
 
Before any initial work could be carried out pertaining to the research, permission and 
approval was sought from each of the 18 universities and their respective Registers. Letter 
seeking permission requesting the participation of the universities in the study is 
presented in Appendix B. The Registrar’s permission is necessary as the administrators 
and assistant administrators fall under the purview of the University Registrar.   
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A complete list of female administrators and assistant administrators for each 
university was obtained from the respective universities. This was needed to determine 
the total population and gauge sampling size required for the pilot and actual study. It 
would be more prudent to take the entire population of women administrators and 
assistant administrators as the sample of study taking into account the fact that the 
probability of rate of return would not be a 100%. Moreover, a sizeable sample is far more 
likely to characterise the population (Hops, Tildesley, Lichtenstein, Ary & Sherman, 
1990). The population frame used in this study is based on the staff databases from each 
university (Table 4.2).  
 
Table 4.2 Total number of female administrators from the public universities in 
West Malaysia 
University Number of female administrators 
University of Malaya (UM) 185 
University Science Malaysia (USM) 162 
National University of Malaysia (UKM)               79 
University Putra Malaysia(UPM)                           104 
University Technology Malaysia (UTM) 106 
International Islamic University Malaysia (IIUM) 88 
Northern University Malaysia (UUM) 74 
Sultan Idris Education University (UPSI) 57 
University Technology Mara ( UiTM)  191 
University Malaysia Pahang (UMP) 36 
University Malaysia Perlis (UniMAP) 88 
University of Sultan Zainal Abidin (UnisZA) 33 
University of National Defence Malaysia (UPNM)      36 
University Malaysia Kelantan (UMK)                          25 
Islamic Science University Malaysia (USIM) 48 
University Malaysia Terangganu (UMT) 53 
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Universiti Tun Hussein Onn Malaysia (UTHM) 29 





This section details the instrumentations used in the study.  The general 
methodological guideline for survey research is to use the behavioural defined perceptual 
measures in predicting target's responses and organizational outcomes (McDonald, 2012; 
Lengnick-Hall, 1995). All the measures used in this study were taken from previous 
studies that have shown appropriate reliability and validity (Table 4.3).  
 
Table 4.3    Measurement Characteristics 





Perception of sexual 
harassment 




    11     0.90 Hunter Williams, Fitzgerald, 
& Drasgow (1999) 
Self esteem 7 0.97 Ozer & Bandura (1990); 
Marx, Calhoun, Wilson & 
Meyerson (2001)  




4.6.1 Perception of sexual harassment  
Section A of the questionnaire relates to perception of sexual harassment which was 
measured using The Utara Sexual Harassment Perception Questionnaire (USHPQ) 
adapted from Sabitha (1999). The questionnaire was developed by Sabitha (1999) locally 
in Bahasa Malaysia, based on the behavioural definition of sexual harassment. The 
questionnaire initially encompassed of a 44- item measure (Mahmood, Sabitha, Zakiah & 
Rusli, 2000) and was used widely among different professions (Sabitha, 1999, 2001, 
2005, 2008; Mazlinda, 2000, Azizi, Jamaludin & Yusof, 2000; Ishak, Hamidah, Hapriza, 
Aminah & Hamden, 2004; Sabitha & Azmi, 2004; Sabitha & Sharifah, 2008; Sabitha, 
Asmah, & Nur Sabrina, 2011; Suhaila & Rampal, 2012).    
 
Statements in the questionnaire pertain to the four categories of sexual harassment – 
verbal, non-verbal/gestural, visual and physical harassment. Face validity was performed 
by a panel of administrators, legal officers and social workers which was done via focus 
group discussion, the panel agreed with all the items in USHPQ as indicative of sexual 
harassment (Mahmood, Sabitha Zakiah & Rusli, 2000).  The alpha values obtained on all 
four categories were on the high end (0.91-0.96) with an overall value of 0.98 (Mahmood, 
Sabitha, Zakiah & Rusli, 2000). Furthermore, item-total correlations were performed on 
each item with the total score of each category; a positive, high and significant correlation 
was obtained for all categories (Mahmood, Sabitha, Zakiah & Rusli, 2000).  Convergent 
validity was performed by correlating each categories of USHPQ with each other and a 
highly significant correlation was obtained, which indicates that all four categories 
measured the same construct, i.e. perception of sexual harassment (Table 4.4) (Mahmood, 
Sabitha, Zakiah & Rusli, 2000).  
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Table 4.4 Inter-Correlation between categories of USHPQ 
 Physical Visual Verbal Non-verbal 
USPHQ 0.951 0.938 0.987 0.962 
Physical  0.894 0.915 0.871 
Visual   0.929 0.886 
Verbal    0.934 
 
 
Supported by the feedback from various respondents that the 44 item questionnaire 
was lengthy and time consuming to complete; a shorten version of the questionnaire 
consisting of 22 items was generated by the author (Sabitha) in 2010 to measure the 
overall construct of perception of sexual harassment. This shorten version was used in 
many of her later studies and had an overall reliability was 0.80, this study utilises the 
shorten version of the questionnaire (Appendix C) which will be tested again for 
reliability and validity using exploratory factor analysis. 
 
Measures of experiential attitude constructs are typically obtained through 
questionnaires wherein participants are asked to rate how they feel about a particular 
behaviour (Lynch & Gomaa, 2003).The respondents were asked to what extent the 
various statements regarding sexual harassment had affected their emotion/feelings. The 
respondents answered on 5 point scale ranging from “not at all disturbed” to “extremely 
disturbed”. Higher scores indicate that the list of behaviours is disturbing, lower scores 
indicate that the list of behaviours is not disturbing. 
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4.6.2 Climate for sexual harassment (Perception of Implementation Practices Scale)  
Measures of behavioural norm constructs are typically obtained by asking a participant 
to record her perception of the organizational climate in relation to sexual harassment. 
The second part measures the climate for sexual harassment using the Organizational 
Practice Composites: Perception of Implementation Practices scale which was adapted 
from Hunter Williams, Fitzgerald, & Drasgow (1999) (Appendix D). 11 items were used 
to measure the respondents perception of organizational practices related to sexual 
harassment, the internal consistency reliability using Cronbach's alpha for the total scale 
was .90 (Hunter Williams, Fitzgerald, & Drasgow, 1999). The attitude and behaviours of 
employees are greatly influenced by the acuity of organizational tolerance for sexual 
harassment than the presence of formal hierarchical rules and regulations (Hulin, 
Fitzgerald & Drasgow, 1996; Pryor, Giedd &Williams, 1995).The instrument measures: 
the seriousness with which policies and procedures would be enforced and the likelihood 
that action would be taken to prevent sexual harassment.   
 
The original questionnaire was design for a military setting; therefore some 
amendments were needed to be done, however, no changes were made to the basic 
purposes of the questionnaire.  The changes were restricted to minor revisions, to align it 
with the terms commonly used in the Malaysian academic context (Appendix D), namely 
“your current duty station” was replaced with “at my  current workplace”, “in my service” 
was replace with “my faculty/department” and the word military was omitted. The 




The implementation practices scale by Hunter Williams, Fitzgerald, & Drasgow 
(1999) encompasses 11 questions, five questions uses a five point scale with three 
questions starting  from “strongly disagree to strongly agree” and two extending from 
“not at all to a very large extent”, the balance six items had a three point scale.   
 
For this study, a five point scale ranging from “strongly disagree to strongly agree” 
was used to measure all 11 items.  Questions that were negatively worded, its scores were 
reserved. Higher scores indicate a beneficial climate and lesser scores indicate a 
detrimental climate or a climate that tolerates sexual harassment. 
 
4.6.3 Self - Efficacy 
The third part measures self-efficacy using the Self-Efficacy Scale by Ozer & Bandura, 
1990 and Marx, Calhoun, Wilson & Meyerson, 2001. The Self Efficacy scale was 
developed to gauge woman’s level of self-efficacy associated with her ability ward off 
unwanted sexual behaviour or sexual assault (Gidycz, Risch, Orchowski, King & Miller, 
2006) (Appendix E ). The Self Efficacy scale is a seven item self-report measure, with a 
seven point scale with anchors on “not at all confident and very confident” respectively 
(Orchowski, Gidycz & Raffle, 2008). The internal consistency reliability of this scale was 
.97 (Ozer & Bandura, 1990).  
 
The original questionnaire was designed for U.S. respondents, therefore some minimal 
adjustments had to be done however, no changes were made to the basic purpose of the 
questionnaire. This was limited to certain modifications to enhance cultural acceptability 
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and to ensure comparability of the scenarios within the academic context in Malaysia 
(Appendix E).  
 
The changes made were as follows: the word "acquaintance/first date" was replaced 
by a specific description of “someone in your office”.  The word “sexual assault” was 
replaced with “sexual harassment” to avoid interpretation problems.  One question was 
replaced completely as it was not suitable to the Malaysian Malay culture who are 
Muslims “If an acquaintance/first date was attempting to get you to consume alcohol…” 
was replaced with “If someone in your office was attempting to get you to be intimate 
…” which is more suitable question to be asked in the subject matter of sexual harassment 
(Appendix E). The validity and reliability of the modified questionnaire was analysed 
using exploratory factor analysis. 
 
For this study all the seven items were assessed on a five point scale with anchors on 
“not at all confident to very confident” respectively.   Higher scores are indicating high 
confidence level and lower scores indicate low confidence level. 
 
4.6.4 Intention to report sexual harassment 
The fourth part of the questionnaire measures the Intention to report sexual harassment 
which was adapted from Brooks & Perot (1991) i.e. 4 items were used to measure 
reporting of sexual harassment, the internal consistency reliability for the total scale was 
.82 (Brooks & Perot, 1991) (Appendix F).  
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In a study by Suhaila & Rampal (2012) among nurses in a government hospital in 
Malaysia found that 45.1% of sexual harassment targets reported the occurrence to either, 
spouse, co-workers, nurse supervisor or head nurse, doctor or consultant or the hospital 
director respectively.  Sabitha, Norul Huda & Roza Hazli (2013) study had also 
demonstrated that the victims, who were reluctant to utilize the official channels, would 
in any event tell a friend or co-worker. Likewise, McDonald (2012) analysis found that 
targets of sexual harassment manage the dilemma in private or either with the help of 
colleague or friends or by enduring the harassment, leaving the organization or defying 
the harassment in other ‘informal” ways.  
 
Shariffah, Asiah, Akmal, Noraida & Nur Amani (2013) study of sexual harassment 
among undergraduates in a public university used a 8 possible actions that the 
undergraduate could take to stop the harassment i.e. (i) face the harasser and explain to 
him, (ii) give warning to the harasser, (iii) tell friends about the harassment made by the 
harasser, (iv) make report to the university’s top management/Department of Student 
Affairs/Students’ Association/Faculty, (v) tell their mentors/academic advisors, (vi) 
inform the lecturers, (vii) report to the counsellor and (viii) remain quiet/do not take any 
action.  
 
Based on these previous researches the questions were reworded to suit the 
measurement of independent variable i.e. intention to report with an additional two 
questions added on to the 4 items from Brooks & Perot (1991) (Appendix F). The two 
additional questions were “I would report the experiences to an office colleague” and “I 
would let the upper management know about it”. 
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Respondents were asked on their possible action on reporting sexual harassment by 
agreeing or disagreeing with the statements. The response was measured using a 5-point 
scale with anchors on “definitely not to definitely will”, respectively. Higher scores were 
indicate of high intention to report and lower scores were indicate of low intention to 
report.  The validity and reliability of the modified questionnaire was analysed using 
exploratory factor analysis.  
 
4.6.5 Demographic Data 
The fifth section of the questionnaire measured the respondents’ demographic data 
such as age, marital status, years employed, all of which have shown to have an effect on 
reporting of sexual harassment and have produced mixed results. 
 
The respondents were also asked if they had been sexually harassed before, if yes by 
whom, with a choice of co-worker, upper management or subordinate/ general worker. 
This question was asked with the intention to gauge the actual incidents of sexual 
harassment. The respondents were also asked if they knew where and how to make a 
sexual harassment report in their university, to ascertain if the respondents were aware of 
the sexual harassment policy of their university.  
 
4.7 Scale and response format 
The instruments in this study use a five point Likert scale, starting with the lowest 
scale (1) and ending with the highest scale (5). The choice of a five point scale was for 
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the following reasons: firstly, it enables the “respondents to indicate how strongly they 
agree or disagree with carefully constructed statements that range from very positive to 
very negative toward an attitudinal object” (Zikmund, 2003, p. 312); next, it presents a 
adequate measure in distinguishing between opposing standpoints (Lissitz & Green, 
1975), thirdly, the strength of the Likert scale is in its ease of use and simplicity and lastly, 
“coefficient alpha reliability with Likert scales has been shown to increase when the point 
in the scale is increased to five points, but the reliability level will drop when more than 
five points are used” (Lissitz & Green, 1975). This was supported by Clark & Watson 
(1995) that by providing the respondents with more response choices i.e. 7 or 9 -point 
scale can present an element of arbitrary responses that reduces the validity or reliability 
of the scores. 
 
Similarly, including adversely worded scales also would minimise mechanical and 
inconsistent answers ought an individual tick one end of the scale for all questions (Grove 
and Savich, 1979). Adversely worded scales can also aid in avoiding problems of 
“response bias” which could happen because of the inclination of the survey respondent 
to give their responses in the same way as they are disinterested or due to a perceptual 
stance (Neuman, 2009).  
 
4.8 Translation of the Questionnaire 
In this study, the questionnaire was translated from American English (source version) 
into Bahasa Malaysia (the target version).  Past cross-culture research work has 
emphasised that producing a substantial interpretation of an instrument is not a clear-cut 
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straightforward matter of exactly translating from one language onto the next (Su & 
Parham, 2002).  
 
In order to use in non-English context, first lecturers who were proficient in both 
languages translated the questionnaire and instructions into Bahasa Malaysia. Then, the 
questionnaire was distributed to a mixture of university academic lecturers and 
administrators who were enlisted to check for clarity and suitability of words used and 
the sentences constructed in Bahasa Malaysia. This was done by conducting a ‘Language 
Check Test’. The form was designed in such a way that there were three columns 
indicating “Precise”, Not Precise” and “Comments” next to each item of the questionnaire 
for the academic lecturers and administrator to tick and give their feedback (Appendix 
G).  The academic lecturers and administrators were also asked to circle the words which 
they did not understand and give suggestions on a more appropriate word to be used.   
 
Following the comments and suggestions from the lecturers and administrators, the 
wording of some of the items in Bahasa Malaysia was edited for greater clarity and 
specification in terms of correct interpretation of the translated statements.  According to 
Auchter & Stansfield (1997) problems are bound to rise while designing the interpretation 
of a questionnaire. As such, when a problem was highlighted with the suitability of the 
words used, an alternative word/phrase was sourced, so that it differed as little as possible 
from its original meanings. This was to ensure that as much as possible the questionnaire 
is understandable by the respondents and is suitable to be administrated in the context of 
the Malaysian culture. No changes were made to the source version but due to the fact an 
exact interpretation was difficult to accomplish, the target version was translated closely 
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so that it would have the same connotation and purpose as the source version (Su & 
Parham, 2002).  
 
The final translated copy of the questionnaire was judged by an expert from the 
Academy of Malay Studies, University of Malaya who was familiar with both languages 
for more dependability. The final draft was translated into English again by another expert 
at Academy of Malay Studies, University of Malaya in order to compare with original 
one.  This procedure of back translation will assure the researcher of the precision and 
comparability of translated version. The outcome of pre-test confirmed the face validity 
and showed that questions were relevant in measuring the intended construct. 
 
The perception of sexual harassment questionnaire was constructed locally in Bahasa 
Malaysia (source version) by Sabitha (1999) as such it was not translated but for the 
purpose of consistency the questionnaire was translated into English and was checked for 
equivalence by an expert from Academy of Malay Studies, University of Malaya 
(Appendix  C). 
 
Although English is widely used in the Malaysia public universities and the majority 
of the administrators have no problem in understanding English, previous studies have 
indicated that respondent’s had a preference to answer the questionnaire in Bahasa 
Malaysia, the language that they are familiar and comfortable with, also it being the 
national and official language used in the public university. The translated version was 
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used both in the pilot and actual study (Appendix H) and the equivalent English version 
is attached in Appendix I. 
 
4.9 Pilot Study 
One of the guaranteed methods of ensuring that the questionnaire is protected from 
minor or major mistakes is by doing a pilot test (Babbie, 2003).  The goal of a pilot test 
is to spot probable errors and to make sure that the questionnaire extract the real expected 
information and to test the validity and reliability of items in the questionnaire (de Vaus, 
2002; Ary, Jacobs & Razavieh, 2002; Neuman, 2009). The pilot study was conducted 
using the traditional way; an appointed administrator in the human resource department 
was contacted and briefed on the purpose of the study and instruction on completing the 
questionnaire. The contacted administrator was given the envelopes containing the 
questionnaire, a cover note and letter of approval. The questionnaire consists of 53 items 
and the expected time of completion was within 10 to 15 minutes. The respondents were 
to return the filled questionnaire back to the appointed administrator in a sealed envelope 
addressed to the researcher; thus guaranteeing anonymity to the respondents. Participants 
were all volunteers and were not given any inducements for their participation in the 






The participating respondents were given a cover letter briefing them on the following 
i.e.:  
 that perception of sexual harassment, it is the respondent’s perceived feelings if 
any of the incidents were to happen to them; 
 climate for sexual harassment, how the climate of their organization really is (at 
the time when the questionnaire was being done) and not how the respondents 
might want the climate to be;  
 for self-efficacy,  the respondents needed to gauge their capability in utilizing 
assertive response in defying and eluding sexually harassing situations when faced 
with one;  
 for intention to report, the respondents needed to determine the course of action 
they would take if they were sexually harassed.  
 
4.10 Sampling method 
For this study, only public universities in West Malaysia (18 public universities) was 
chosen for the study. Using the Research Randomizer software (Urbaniak & Plous, 2013) 
a list of universities for the pilot study was generated using a random sampling method. 
Based on Table 4.5 each university was represented by a number and these numbers were 





Table 4.5 The assigned number for each university in the list 
 
The procedure was as follows (Appendix J)  
 
Out of the 18 universities, only 6 universities were chosen for the pilot study (Table 4.6). 
University Represented by 
number  
Number of female 
administrators 
University of Malaya (UM) 1 185 
University Science Malaysia (USM) 2 162 
National University of Malaysia (UKM)               3 79 
University Putra Malaysia(UPM)                           4 104 
University Technology Malaysia (UTM) 5 106 
International Islamic University Malaysia 
(IIUM) 
6 88 
Northern University Malaysia (UUM) 7 74 
Sultan Idris Education University (UPSI) 8 57 
University Technology Mara ( UiTM)  9 191 
University Malaysia Pahang (UMP) 10 36 
University Malaysia Perlis (UniMAP) 11 88 
University of Sultan Zainal Abidin (UnisZA) 12 33 
University of National Defence Malaysia 
(UPNM)      
13 36 
University Malaysia Kelantan (UMK)                          14 25 
Islamic Science University Malaysia (USIM) 15 48 
University Malaysia Terangganu (UMT) 16 53 
Universiti Tun Hussein Onn Malaysia (UTHM) 17 29 
Universiti Teknikal Malaysia Melaka (UTeM) 18 44 
TOTAL  1438 
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535 questionnaires was sent out for pilot study but only 321 questionnaire was received 
and useable, a return ratio of 60% which was quite good considering the expected low 
response rates from the Malaysian respondents.  Data was analysed for scale measurement 
i.e. reliability and validity. To test the questionnaire for reliability and validity, there have 
been various rules of thumb regarding the requirement of what the ratio of respondents to 
each questionnaire item ought to be, varying from 5:1 to 10:1 (Netemeyer, Bearden, & 
Sharma, 2003).  As the largest number item in the questionnaire was 22, using ratio of 
cases to variables of 10:1, a sampling of 321 was considered sufficient to test the validity 




1 Unique set of 
number 
University  Number of  female 
administrators  
1 University of Malaya (UM) 185 
3 National University of Malaysia (UKM)              79 
5 University Technology Malaysia (UTM) 106 
11 University Malaysia Perlis (UniMAP) 88 
12 University of Sultan Zainal Abidin (UniZA) 33 
18 Universiti Teknikal Malaysia Melaka 
(UTeM) 
44 
 TOTAL 535 
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4.11 Data Analyses of Pilot Study 
Statistical Package for Social Sciences (SPSS) version 22 was used to analyse the data. 
The result of pilot test will complete the instrumentation design procedure. 
 
4.11.1 Descriptive statistics  
Descriptive statistics are used to transform raw data into a more meaningful form to 
describe the factors used in the study (Sekaran, 2005). Tests conducted for descriptive 
statistics include, frequencies, percentage, mean scores and standard deviation to build 
the profile of respondents and the variables. 
 
The respondents were divided into four age groups of 20-29, 30-39, 40-49 and >50, 
the 30-39 age group was the largest with 50% followed by the 40-49 age group with 20% 
and 20-29 age group with 19% (Table 4.7).  As for marital status, majority of the 
respondents (70%) were married and 26% were single. As for length of service, majority 
(36%) of the respondents’ had more than 10 years of service and 34 % of the respondents 







Table 4.7 Socio demographic of respondents 
 
 
Mean score  (Table 4.8) for perception for sexual harassment (M= 4.48,  SD = 10.828) 
signifies that in totality the administrators were able to identify the behaviours that 
constitutes sexual harassment i.e. high mean scores and low standard deviations. 
 
 Based on the mean scores climate for sexual harassment (M=4.38, SD =7.055) 
showed that the administrators had a positive perception of the organizational climate i.e. 
a supportive workgroup climate and the support of the higher management or leaders.  
The mean scores of self-efficacy (M=4.40, SD =3.576) also showed that the 
administrators were confident of themselves and were in control of the situation. 




20-29  62 19 
30-39 160 50 
40-49 65 20 
50 and above 34 11 
Marital status 
Single 84 26 
Married 224 70 
Divorced/Widowed 13 4 
Duration of service 
1-2 years 45 14 
3-5 years 53 16 
5-10 years 108 34 
>10 years 115 36 
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Whereas, for the mean scores for intention to report (M=4.29, SD =4.041) indicating 
that the administrators are willing to report an incident of sexual harassment to the 
authority.  The relatively high mean and low standard deviation revealed that the 
administrators reliant on their perception; organizational climate and self-efficacy level 
in relation to intention to report. 
 
Table 4.8 Means scores and standard deviation of the independent and dependent 
variables 
N=321 
Type of variable Mean Standard 
Deviation (SD) 
Materiality Degree 
Perception on sexual 
harassment 
4.48 10.828 1 High 
Climate on sexual 
harassment 
4.38 7.055 3 High 
Self-efficacy 4.40 3.576 2 High 
Intention to report 4.29 4.041 4 High 
 
 
4.11.2 Reliability analysis 
A central concept in measurement is to ascertain reliability of the scale which employs 
either a consistency, internal consistency or consistency over time (Punch, 1998). The 
degree to which the items in the questionnaire are consistent with each other is known as 
internal consistency, whereby the administration of the instrument is done only once.  
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Hence, in this study, the reliability of each dimensions of the questionnaire was 
measured using internal consistency via Cronbach’s alpha coefficient since it is an 
appropriate and commonly used reliability tool. Interpretation of Cronbach’s alpha is that 
any value greater than .80 and .90 for basic and applied research indicates satisfactory 
internal consistency (Nunnally, 1978). In addition to the alpha values, corrected item-
total correlation and inter-item correlations within a scale was also used to examine the 
internal consistency of the scales (DeVellis, 2003). 
 
The column Corrected Item-Total Correlation provides a gauge of whether the items 
measure what they were supposed to measure or to the extent to which the items correlates 
with the total scores, a value of 0.3 or below suggests that the items are measuring 
something other than the scale as a whole (Pallant, 2005; Robinson, Shaver & 
Wrightsman, 1991).  A rule of thumb is that these values should be at least .40 and above 
(Gliem & Gliem, 2003), nevertheless, the higher the alpha coefficients, the greater the 
consistency of responses among the items for each factor. Conversely, one may also need 
to remove items with low item-total correlations, if the Cronbach alpha for the overall 
scale is too low i.e. less than 0.7. 
 
Internal consistency reliability can also be established by constructing an inter-item 
correlations matrix, which provides the correlation between each pair of the items. If the 
items measure the same construct, the values will be positive and there will be a strong 
correlation between the items, on the other hand if the correlations between the items are 
low, then it is an indication that there is an item/items that is/are unreliable.  
 
175 
The results (Table 4.9) indicated that the Cronbach alpha for all the four variables were 
well above 0.70 as recommended by Nunnally (1978). The corrected item-total 
correlation for all the items within the four scales was positive and exceeded the value of 
0.3 by a wide margin. An examination of the scale’s inter-item correlation matrix 
indicated that four scales showed a moderate to strong positive correlation between all 
the items within the scale. The result determined that all items within the four scales were 
stable enough to assess the intended construct.   
 









Perception of sexual 
harassment 
.924 .944 22 Good 
Climate  sexual 
harassment 
.934 .937 11  Good  
Self-efficacy .848 .859 7 Good 
Intention to report .836 .850 6 Good 
 
 
4.11.3   Validity 
To be able to confirm that the item used in the questionnaire were suitable and does 
measure the variable correctly a validity measurement was done.  In this study the validity 
measurement used was construct validity as three of the questionnaires were taken from 
a Western context and adapted to suit the Malaysia context.  Convergent and discriminant 
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validity are the two types of construct validity. Convergent validity refers to the extent to 
which measures of a concept that are interrelated, are indeed theoretically related.  In 
contrast discriminant validity tests whether measures of a concept that are not interrelated, 
are indeed unrelated.  Exploratory factor analysis was utilized to determine the construct 
validity (Cavana, Delahaye & Sekeran, 2001).    
 
The sample size and the strength of the relationship among the items are the two 
primary issues to be thought of in establishing whether a particular data set is suitable for 
factor analysis. Tabachnick and Fidell (2001, page 588) guidance on sample size is “50 
cases is very poor, 100 is poor, 200 is fair, 300 is good, 500 is very good, and 1000 or 
more is excellent”, a sampling 321 was considered sufficient to assess construct validity 
of the instrument.   
 
The second issues is the strength of the inter-correlations among the items, Tabachnick 
and Fidell (2001) recommends an inspection within the correlation matrix for evidence 
of coefficients of greater than .3 and less than .9 for factor analysis to be appropriate. 
There should at least be a number of correlations greater than .3 between the items and 
furthermore the determinant of the R-matrix can aid in detecting multicollinearity.  
 
For exploratory factor analysis, Bartlett's test of sphericity and Kaiser-Meyer-Olkin 
(KMO) measure of sampling adequacy were used to measure the appropriateness of the 
factor model (Pallant, 2005). Bartlett test of sphericity is a “statistical test for the overall 
significance of all correlation within a correlation matrix” (Hair, Black, Babin, Anderson 
177 
& Tatham, 2006, p.102).  It tests the null hypothesis that the variables in the population 
correlation matrix are uncorrelated. If the observed significance level is .001, then the 
null hypothesis is rejected thus concluding that the strength of the relationship between 
items is strong.  
 
Next, is the Kaiser-Meyer-Olkin (KMO) which measures the sampling adequacy by 
comparing “the magnitudes of the observed correlation coefficient to the magnitudes of 
the partial correlation coefficients” (Malhotra, 2004, p.564). As a general guideline Kaiser 
(1974) proposes that values greater than .5 is acceptable. Hutcheson & Sofroniou (1999) 
recommendation is  that  “values between .5 and .7 are mediocre, values between .7 and 
.8 are good, values between .8 and .9 are great and values above .9 are superb” (p 224-
225).  
 
Likewise, Hair, Black, Babin, Anderson & Tatham (2006) suggested to further 
recognise the degree to which the factors explain each other in the results, one can look 
at the anti-image correlation matrix which contains the  measures of sampling adequacy 
(MSA) for each item. The MSA value ought to exceed .5 for each item to be selected. 
Items with values of .5 and below ought to be excluded one by one with the smallest value 
being excluded first. 
 
Having identified variables with significant loadings, a lookout was then set for any 
variable that are not sufficiently accounted for. This can be identified by communalities 
reading, higher communalities indicate that an item correlates well with all other items, 
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however,  for social sciences the more common value are low to moderate communalities 
of .4 to .7 (Costello & Osborne, 2005). 
 
The analysis then proceeds to examine the eigenvalues of each construct, factors with 
eigenvalues equal to or more than 1 was retained as they contribute significantly towards 
the variance (Hair, Black, Babin, Anderson & Tatham, 2006).  For social sciences, no 
absolute threshold has been adopted; a minimum of 60% cumulative variance is quite 
commonly accepted as the threshold (Hair, Black, Babin, Anderson & Tatham, 2006). 
 
To check if the model is of a good fit, is to look at the summary of the percentage of 
the reproduced correlation matrix of the non-redundant residuals. A model that is of a 
good fit will have less than  50 %  of  the  non-redundant residuals  with  absolute  values  
that  are  greater  than  .05  (Yong & Pearce, 2013). However, according to Field (2013, 
p 700) the smaller the percentage of the non-redundant residuals the better it is. 
 
Next, the factor loading values were examined using Hair, Anderson, Tatham & 
Black's (1998) guideline for practical significance, which indicates “a factor loading of 
±.3 means the item is of minimal significance, ±.4 indicates it is more important, and ±.5 
indicates the factor is significant”. In this study, factor loadings of below .4 were omitted 
to improve clarity. 
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Another point to consider is to minimise the problem of cross loading. Hair, Black, 
Babin, Anderson & Tatham (2006) define cross loading as variable with more than one 
significant loading. A factor loading is considered to be “large” if its absolute value 
exceeds .4 (Stevens, 1986 as citied in Field, 2013).  
 
Convergent validity refers to items within a single construct that are highly correlated 
which is marked by the factor loadings.  Significant loadings are based on the size of the 
sample. Based on Steven’s (2002) Guideline of Statistical Significance for Interpreting 
Factor Loadings the threshold for significant factor loadings for a data of 321 should be 
greater than .298 (Field, 2013, p. 681).  However, according to Hair, Black, Babin, 
Anderson & Tatham (2006) “ irrespective of sample size, it’s best to have a loading 
greater than .5 and averaging out to greater than .7 for each construct”.  
 
An examination of the data indicated that not every item was normally distributed. 
When the assumption of multivariate normality is violate, it is recommended that 
principal axis factoring is used (Fabrigar, Wegener, MacCallum & Strahan, 1999; 
Costello & Osborne, 2005; Tabachnick & Fidell, 2007). Given the robust nature of 
principle axis factoring, the deviations was not considered problematic and is able to 
recover weak factors. Both oblique and orthogonal rotation were done and both these 
rotations lead to almost comparable results, for an easier interpretability of the factors, 
the orthogonal rotation is reported, i.e. varimax.  Varimax rotation is easier and clearer to 
interpret (Pallant, 2001) and it tends to minimises the complexities of factors by 
maximizing variance of loadings on each factor (Tabachnick & Fidell, 2007). 
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 4.11.3.1 Perception of sexual harassment (PSH) 
To investigate the underlying structure of the 22 item questionnaire assessing 
perception of sexual harassment, data collected from 321 respondents were subjected to 
principle axis factoring with varimax rotation method.  
 
An inspection of the correlation matrix was done to see if there were items with low 
correlation coefficient (r < +/- .3) as it indicates a lack of patterned relationships and for 
correlations that are above r = +/-.9 which indicates that there may be a problem of 
singularity or multicollinearity (Yong & Pearce, 2013). Another straightforward way of 
gauging multicollinearity is to check the determinant value of the correlation matrix to 
see if it is greater than 0.00001 (Field, 2013).  
 
Inspection of the correlation matrix revealed one item i.e. Item No.5 with low 
correlation coefficient < .3 and there were two items Item No.18 and Item No.19 that had 
a correlation coefficient > .9.  The statement in Item 5 was “Pressured to meet at informal 
social meetings or gatherings such as invitation to a drink, food or others” had a mean of 
2.75 indicating that the respondents did not view the item as disturbing, hence the low 
correlation, however, past studies have found the item to be influential, and thus it was 
not removed. The statement in Item No.18 was ‘Trying to force you physically to have 
sex” and for Item No.19 “Trying to force you verbally to have sex” were directed at two 
very different behavioural actions, thus they were also not removed. In this study, the 
respondents obviously saw an affinity between, trying to force you verbally to have sex 
and trying to force you to physically have sex, as such, is not unjust to perceive the two 
items as one. According to Babakus, Ferguson, & Joreskog (1987) as citied in Perryer 
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(2009) though the items indicate a degree of multicollinearity but the items can still be 
considered reliable. Conversely, the determinant value for the perception of sexual 
harassment was small at 1.619E-8 or 0.00000001619. Nevertheless, the Bartlett’s Test of 
Sphericity (Table 4.10) was significant at p < .001 confirms that there is a patterned and 
strong relationships among the items in the questionnaire.  
 
The value of Kaiser-Meyer-Olkin (KMO) was .926, exceeding the value above .9 
which is considered superb (Hutcheson & Sofroniou, 1999, p 224-225) and Bartlett Test 
of Sphericity was highly significant (p< .001; df=231; Approx. Chi-Square=5594.020), 
validating the factorability of the correlation matrix (Table 4.10) hence, signifying that 
the factor analysis was satisfactory. Going over the anti-image correlation matrix 
divulged that the measure of sampling adequacy for all of the individual items were 
between .796 and .962, supporting their retention in the analysis.  
 
The communalities for all of the items were greater than .4 except for Item No.4 (.369) 
and Item No.5 (.351) since none of the items were lower than 0.2 thus they were not 
dropped (Child, 2006). Furthermore, according to Child (2006) factor with low loadings 
can be considered for removal after examining the rotated factor matrix. 
 
The analysis revealed the presence of four factors with eigenvalues exceeding 1 before 
rotation, with the first factor having a variance of 10.447 explaining 47.488 % of the total 
variance, the second factor had a variance of 2.689 explaining 12.223 % of the total 
variance, third factor had a variance of 1.293 explaining 5.878 % of the total variance, 
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while the fourth factor had a variance of 1.038 explaining 4.716 % of the total variance. 
In total, the four factors accounted for around 70.307 % of the total variance in the 
questionnaire data.  
 
As an aid in deciding on the optimum number of factors to extract, Cattell (1966) 
proposed the use of scree plot.  An examination of the scree plot showed a clear break /a 
large change in slope between the second and third factor (Appendix K). Using Catell’s 
(1966) scree test, it was concluded that only two factors are to be retained for further 
investigation.  An inspection of the factor matrix also revealed that most items loaded 
quite strongly (>.4) on the first and second factor, only one item loaded on both the third 
and fourth factor, in addition, the fourth factor’s initial eigenvalue, 1.03, only marginally 
greater than 1. Besides, a factor ought to have at least 3 items in it, though this is subjected 
to the design of the study (Tabachnick & Fidell, 2007). This further supports the reasoning 
from the scree plot to maintain only two factors for examination. According to Pallant 
(2001, p. 161) “factor analysis is used as data exploration technique, therefore the 
interpretation and the use is left to the judgement of the researcher, rather than any hard 
and fast statistical rules”.  
 
To aid in the interpretation of these two factors, varimax rotation was performed. 
Factor loadings below .4 were omitted to improve clarity. After rotation, factor one 
accounted for 30.098 % of the total variance and factor two accounted for 25.990 % of 
the variance, in total the two factors accounted for around 56.087 % of the variance in the 
questionnaire data. The interpretation of the two factors was consistent with the definition 
of sexual harassment by the Code of Practice. The nine items that load onto Factor One 
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relate to sexual cooperation and sexually explicit behaviour and the thirteen items that 
load onto Factor Two relate to sexual annoyance (Table 4.10). 
 
However, six items appeared to be cross-loading: Item No.8, Item No.10, Item No.12, 
Item No.16, Item No.17 and Item No.21. Items that have a high correlation in two factor 
means that they significantly contribute in forming one of the factors, thus deleting this 
item would mean reducing the reliability of the measurement at the theoretical level.  
Furthermore, all factors were not correlated to each other based on the correlation 
analysis, is of proof that each factor does not have any relation to other factor even when 
they share the same item.  
 
For this data, there are only 10 % non- redundant residuals with absolute values greater 
than 0.05, indicating that the model is a good fit (Yong & Pearce, 2013).   
 
Table 4.10 Varimax rotation of two factor solution for Perception towards 
sexual harassment (PSH) items 
Items Factor  1 Factor 2 Communalities 
1. Touching your exposed body parts 
i.e., hand, shoulder  and so forth  
 .609 .582 
2. Rubbing/ brushing your body   .530 .735 
3. Standing too close till you feel 
uncomfortable  
 .579 .522 
4. Comments about the appearance 
of someone or suggest that  you 
 .567 .756 
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change your look to appear more  
beautiful / attractive  
5. Pressured to meet at informal 
social meeting such as invitations 
to drink, food, and other social 
meetings.  
 .454 .369 
6. Receives gifts that sort of intimate 
such as nightgowns, lingerie and 
other similar things.   
 .485 .351 
7. Observe, stare and look at an 
intense rate  
 .600 .464 
8. Being requested to stay back or 
work late even if there is no work 
to be done, just to be together 
.559 .446 .520 
9. Jokes, teasing, stories using 
language of sexual nature.  
 .723 .636 
10. Distributing/circulating 
materials of sexual nature through 
pin-ups, posters, pictures, stories or 
cartoons.  
.428 .645 .648 
11. Sexual-related words  about the 
body  (example-  solid, flexible and 
others) 
 .735 .610 
12. Words related to sex practices .430 .720 .749 
13. Claim of sexual favours through 
pressure or threat.   
.866  .795 
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14. Imagined or promises of gifts or 
fair treatment, if sex based 
cooperation is given.  
.800  .721 
 
15. Receiving letters of a sexual 
nature. 
.769  .724 
16. Receiving calls of sexual nature .688 .429 .701 
17. Displaying pictures, writing, and 
computer games of a sexual 
nature.  
.485 .552 .644 
18. Trying to force you physically to 
have sex.  
.870  .799 
19. Trying to force you  verbally to 
have sex  
.922  .875 
20. Making signals that are sexual in 
nature   
.797  .743 
21. Making  comments of a sexual 
nature about   themselves to you 
.629 .508 .691 
22. Using words of a sexual nature 
such as “darling", "dear", "sexy" at 
work.  
 .592 .442 
Eigenvalue after rotation        6.621       5.718  
% Variance 30.098 25.990  





Barlett’s Test                          df 231   





To assess convergent validity, the standardised factor loading should be significantly 
linked to the latent construct and have at least a minimum loading estimate of .298 and 
above. All items within the constructs (Table 4.10) had a factor loading of more than .4 
thus proving convergent validity. 
 
In determining discriminant validity, the first approach is to inspect the rotated factor 
matrix, all items should load significantly on only one factor. If cross loadings were 
present, then the cross-loadings ought to vary by more than .2. However, only for Item 
No.10, Item No.12 and Item No.16 the cross-loadings differed by more than .2, but for 
Item No.8, Item No.17 and Item No.21 the cross loading differed by .1 (Table 4.10).   The 
result of the analysis supports the use of the questionnaire. 
 
4.11.3.2 Climate for sexual harassment 
For climate of sexual harassment, the value of Kaiser-Meyer-Olkin (KMO) was .919 
which is superb (Hutcheson & Sofroniou, 1999, p 224-225) and the Bartlett test of 
sphericity was highly significant (p < .001; df=55; Approx. Chi-Square=2777.314) thus, 
supporting the factorability of the correlation matrix, proving that the factor analysis was 
appropriate (Table 4.11).  
 
An examination of the correlation matrix disclosed many coefficients of .3 and above 
and there were no values that were above .9, indicating that there’s no sign of singularity 
in the data. The determinant value for the climate for sexual harassment was 0.001, which 
indicates absences of multicollinearity. The diagonals of the anti-image correlation matrix 
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divulged that the measure of sampling adequacy for all individual items was greater than 
.8, supporting the insertion of all the individual items. 
 
The communalities for all the individual items were greater than .40 except for Item 
No.3 (.363), Item No.5 (.391) and Item No.6 (.383) (Table 4.11) but none of the items 
were lower than 0.2 thus they were not dropped (Child, 2006). Furthermore according to 
Child (2006) factor with low loadings can be considered for removal after examining the 
rotated factor matrix. 
 
The analysis divulged the presence of a single factor with eigenvalues exceeding 1; 
the first factor accounted has a variance of 6.809 explaining 61.904 % of the total variance 
(Table 4.11).  The interpretation of the one factor was consistent with the definition of 
climate for sexual harassment which was labelled as “Perception of implementation 
practices against sexual harassment”.   
 
The factor loadings in the rotated factor matrix for all the individual items were more 
than .6, thus proofing convergent validity (Table 4.11). Furthermore, all items had loaded 
significantly on to one factor (Table 4.11), hence proofing discriminant validity.  
 
For this data there was 43% non- redundant residual with absolute values greater than 
0.05, thus, the model is of a good fit. The result of the analysis supports the use of the 
questionnaire. 
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Table 4.11 Varimax Rotation of one factor solution for Climate of Sexual 
Harassment items 
Items  Factor 1 Communalities  
1. Sexual harassment complaint would be 
thoroughly investigated at my current 
workplace 
 .682 .464 
2. Penalties are enforced against people who 
sexually harass others at my current 
workplace  
 .808 .653 
3. Penalties are enforced against any superiors 
who allow sexual harassment at my current 
workplace 
 .603 .363 
4. Have leaders who enforce policies against 
sexual harassment at my current workplace. 
 .815 .665 
5. People who sexually harass others at my 
current workplace  usually get away with it* 
 .625 .391 
6. Sexual harassment is not tolerated at my 
current workplace 
 .619 .383 
7. Have leaders who make honest and 
reasonable efforts to stop sexual harassment 
at my current workplace 
 .870 .758 
8. The senior management makes honest and 
reasonable efforts to stop sexual harassment 
at my current workplace 
 .854 .729 
9. My immediate superior makes honest and 
reasonable efforts to stop sexual harassment 
at my current workplace 
 .778 .605 
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10. Actions are being taken at the university 
level to prevent sexual harassment  
 .848 .719 
11. Actions are being taken at my 
faculty/department to prevent sexual 
harassment at my current workplace  
 .835 .697 
    Eigenvalue  6.809  
   % Variance  61.904  
    KMO and  




                           df 55   




The factor analysis for self-efficacy was suitable as the value of Kaiser-Meyer-Olkin 
(KMO) was .815 which is great (Hutcheson & Sofroniou, 1999, p 224-225) and Bartlett 
test of sphericity was highly significant (p < .001; df=21; Approx. Chi-Square= 
1146.594), backing the factorability of the correlation matrix (Table 4.12). 
 
An examination of the correlation matrix disclosed many coefficients of .3 and above 
and there were no values that were above .9, indicating the absences of singularity in the 
data. The determinant value for the self-efficacy was .027, which indicates an absence of 
multicollinearity. Going over the diagonals of the anti-image correlation matrix divulged 
that the measure of sampling adequacy for all the individual items were between .735 and 
.899, supporting their retention in the analysis. 
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The communalities for all of the items were greater than .40 except for Item No.2 had 
a factor loading of only .184, according to Cris (2006) any item with anything less than 
0.1 should be dropped, as it obviously does not have enough in common with the other 
items.  However, according to Child (2006) factor with low loadings can be considered 
for removal after examining the rotated factor matrix (Table 4.12). 
 
The analysis revealed the presence of two factors with eigenvalues exceeding 1. The 
first factor has a variance of 3.853 explaining 55.038 % of the total variance and the 
second factor had a variance of 1.059 explaining 15.125 % of the total variance, these two 
factors accounted for around 70.163 % of the total variance in the questionnaire data.  
 
As an aid in deciding on the optimum number of factors to extract, Cattell (1966) 
proposed the use of the scree plot. An examination of the scree plot showed a large change 
in slope between the first and second factor (Appendix L). Based on the scree test, it was 
obvious that one factor is to be retained for further investigation (Pallant, 2001), 
furthermore factor 2’s initial eigenvalue, 1.059, is only marginally greater than 1. An 
inspection of the factor matrix also revealed that most items loaded quite strongly (>.4) 
on the first factor, only two items loaded on the second factor. Besides, for something to 
be labelled as a factor it should have at least 3 items (Tabachnick & Fidell, 2007). This 
supports the conclusion of retaining just one factor for investigation which was preferred 
as per the original scale of self-efficacy developed by Ozer & Bandura (1990) and Marx, 
Calhoun, Wilson & Meyerson (2001).   
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After rotation the first factor had a variance of 3.381 accounted for 48.297 % of the 
variance in total (Table 4.12). The seven items that load onto Factor 1 reveals the 
respondents’ confidence in utilizing assertive responses in avoiding unwanted sexual 
advances.  This factor was labelled as “Measure of self-efficacy”. 
 
The factor loadings in the rotated factor matrix for all the individual items were more 
than .4, thus proofing convergent validity. Item No.2 had a loading of .432 further 
confirming that the item did share some common variance with other items.  All items 
loaded significantly onto the one factor, displaying discriminant validity (Table 4.12).  
 
For this data there was only 9.0% non- redundant residual with absolute values greater 
than 0.05 thus, the model is of a good fit. The result of the analysis supports the use of 
the questionnaire. 
Table 4.12 Varimax rotation of one factor solution for self-efficacy 
Items  Factor Communalities  
1. If someone in your office was 
attempting to get you to have sex with him 
and you were not interested, how 
confident are you that you could 
successfully resist his advances? 
 .659 .671 
2. If an acquaintance in your office was 
attempting to pay for your meal when you 
did not want him to, how confident are 
you that you could be assertive enough to 
 .432 .184 
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tell him that you would pay your own 
way? 
3. If an acquaintance in your office was 
attempting to get you to be intimate with 
him despite your wishes not to do so, how 
confident are you that you could 
successfully resist his pressuring? 
 .618 .596 
4. How confident are you that you could 
successfully avoid a situation in which 
you could be sexually harassed? 
 .776 .586 
5. If a situation develops in which you feel 
you could be in danger of sexual 
harassment, how confident are you that 
you could successfully think up ways to 
get out of that situation and then execute 
your plan? 
 .839 .662 
6. How confident are you that you could 
successfully recognize the signs that you 
might be in danger of being sexually 
harassed? 
 .706 .852 
7. How confident are you that if you 
recognized the danger signs of sexual 
harassment you could avoid/prevent it 
from happening? 
 .757 .791 
Eigenvalue after rotation  3.381  
% Variance  48.297  
KMO   




                                 df 






4.11.3.4 Intention to report sexual harassment 
For intention to report sexual harassment, the suitability of the factor analysis was 
proven as  the value of Kaiser-Meyer-Olkin (KMO) was .788 which was good (Hutcheson 
& Sofroniou, 1999, p 224-225) and the Bartlett test of sphericity was highly significant 
(p < .001; df=15; Approx. Chi-Square=1223.909), backing the factorability of the 
correlation matrix (Table 4.13).  
 
The correlation matrix had many coefficients of .3 and above and there were no values 
that were above .9 hence, the absences of singularity in the data. The determinant value 
for the intention to report was .021, which indicates absences of multicollinearity. Going 
over the anti-image correlation matrix divulged that the measure of sampling adequacy 
for all of the individual items was between .609 and .861, supporting their retention in the 
analysis. The communalities for all of the items were greater than .50 (Table 4.13).   
 
The analysis revealed the presence of two factors with eigenvalues exceeding 1. The 
first factor had a variance of 3.534 namely 58.90 % of the total variance and the second 
factor has a variance 1.398 namely 23.29 % of the total variance, in total, these two factors 
accounted for 82.20 % of the variance in the questionnaire data. After rotation the first 
factor had a variance of 2.901 accounting for 48.352 % of the variance and second factor 
had a variance of 1.491 accounting for 24.848 % of the variance, in total, explaining 73.20 
% of the variance (Table 4.13). The interpretation of the two factors was consistent with 
the definition of intention to report sexual harassment; factor 1 falls under advocacy 
seeking i.e. using intra organizational relief mechanisms and factor 2 falls under informal 
social support.   
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The factor loadings in the rotated factor matrix for all the items were more than .7, 
thus proofing convergent validity. Based on the rotated factor matrix (Table 4.13), all 
items loaded significantly only on its respective factors, thus displaying discriminant 
validity.   
 
For this data there was only 13.0% non- redundant residual with absolute values 
greater than 0.05, indicating that the model is of a good fit. The result of the analysis 
supports the use of the questionnaire. 
 
Table 4.13 Varimax Rotation of two factor solution for intention to report 
Items  Factor Loadings Communalities 
  1 2  
1. I would report the experiences 
to friends or relatives 
  .823 .693 
2. I would report the experiences 
to an office colleague 
  .835 .737 
3. I would let my immediate 
superior know about it. 
 .780  .665 
4. I would let the upper 
management know about it. 
 .874  .779 
5. I would report it to an official 
in the human resource 
department. 
 .887  .810 
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6. I would use the official 
reporting channels inside the 
university. 
 
 .829  .708 
Eigenvalue after rotation  2.901 1.491  
% Variance  
Total Variance 
 48.352 24.848 
73.200 
 
KMO and  




   
                             df 15    
                             Sig 0.001    
 
 
4.12 Data Collection Actual Study 
When contacted most universities preferred using online survey as its hassle free and 
ensured confidentiality of the responses, which also allows the respondent to shield their 
identity and concurrently give an honest and reliable answer. Moreover, online surveys 
are designed to ensure 100 % completion of the questionnaire.  
 
As such, in the actual study (Table 4.14), the questionnaires were administrated using 
an online survey via google forms.  The said universities (USM, UPM, UiTM, UMP, 
UPNM, UMK, USIM and UTHM) had given the e-mail address of each administrators 
and assistant administrators, the questionnaire was then emailed to them directly together 
with a cover letter. Other universities (UUM, UPSI, IIUM and UMT) had requested that 
the link together with the cover letter be passed on to them and that they would email 
each administrators and assistant administrators.  
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A gentle reminder was sent out after one month, then after two months to coaxes the 
respondents to answer the questionnaire. All completed questionnaire were anonymous 
and no personal identifiers were used. A total of 903 questionnaire were sent out but only 
381 responses were received, a rate of return of 42%. 
 




In spite of the compelling consideration taken in the administration of the online 
survey, the low response rates were normal and not surprising from the Malaysian 
respondents.  Past studies in Malaysia have also shown that such responses are normal of 
Malaysia respondents who are extremely hesitant to partake in any online survey (Jusoh, 
University Represented by number  Number of female administrators 
USM 2 162 
UPM 4 104 
IIUM 6 88 
UUM 7 74 
UPSI 8 57 
UiTM 9 191 
UMP 10 36 
UPNM 13 36 
UMK 14 25 
USIM 15 48 
UMT 16 53 
UTHM 17 29 
TOTAL  903 
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Ibrahim & Zainuddin, 2008; Jusoh & Parnell, 2008; Smith, Abdullah, & Abdul Razak, 
2008; Salleh & Dali, 2009). 
 
Studies in diverse research fields in Malaysia have reported a response rate of 12.3% 
(Jusoh, Ibrahim & Zainuddin, 2008; Jusoh & Parnell, 2008) and 18.8% (Salleh & Dali, 
2009) respectively. Ahmad and Taylor (2009) study utilised IIA Malaysia members, had 
only been able to get a response rate of 17.9%. Moreover, the affectability and classified 
nature of the data asked for by this study might have added to the overall low response 
rate (Jusoh & Parnell, 2008; Miceli & Near, 2005; Xu & Ziegenfuss, 2008). This was 
supported by Rohana, Kamaruzaman & Zanariah (2009), the low response rate among 
the respondents could be due to the Malaysian culture as people are not comfortable in 
discussing their emotions openly. 
 
4.13 Data Analysis for actual study 
Data gathered from the actual study was processed and explored utilizing the Statistical 
Package for Social Sciences (SPSS) version 22 and Smart Partial Least Square 
(SmartPLS) version 3.0. SPSS was used to explore the level and distribution of the 
research constructs via descriptive statistics i.e. frequency tables, mean and standard 
deviation. Next to check for non-responses bias, followed by normality test to check the 
distribution of the data. Finally, to test the data for outliers, influential cases and 
multicollinearity to establish if the model is stable across the sample or if it is biased by 
a few influential cases.  
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SmartPLS was used to assess the reliability and validity of the questionnaire, answer 
the research question and test the model. Statistical significance was set at 0.05 and all 
reported p-values were two tailed.  
 
4.13.1. Non-response Bias 
As the survey was administrated online, each survey response was given a respondent 
ID based on the date and time of the response.  In this study, the late respondents were 
the respondents who answered the questionnaire on the third month after repeated 
reminders were sent out (Armstrong & Overton, 1977; Kannan, Tan, Handfield & Ghosh, 
1999) and the rest of the respondents were categorised as early respondents following 
Huck’s (2004) model. Non-response bias was examined by testing the variances in the 
responses of the early and late respondents (Armstrong & Overton, 1977). If the variances 
are found to be significant, then there is an underlying difference between the responses 
of the early respondents and late respondents. 
 
As the data was not normally distributed, the most appropriate statistical test was 
Mann-Whitney U. To test the difference between the early and late respondents on all the 
constructs used in the study, a Mann-Whitney U test was utilized.  347 questionnaires 
were received inclusive of after posting the first reminder while 34 were received after 
posting the second and third reminder. Based on the Mann-Whitney U test conducted, the 
differences between the responses of the early and late respondents on all the constructs 
used in the study, was not statistically significant (p > .05, two tail test) signifying the 
absence of non-response bias (Appendix M). 
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4.13.2 Distribution of Data 
Normality test was conducted via SPSS to see if data was normally distributed. It is a 
critically important assumption in conducting SEM analyses in particular, when using 
AMOS or when conducting parametric tests is that the data should be  normally 
distributed (Byrne, 2013; Drezner, Turel & Zerom, 2010). To determine the normality of 
the data, Kolmogorov-Smirnov and Shapiro-Wilk test was used, if the test is significant 
(p < .05), then the distribution is non-normal.  Both the dependent and independent 
variables did not satisfy the criteria for a normal distribution (Table 4.15). The kurtosis 
and skewness values were also used to determine the normality of the data, the acceptable 
range for skewness or kurtosis should be between -1 and +1 (Ghisseli, Campell & Zedeck, 
1981). Only the dependent variable i.e Intention to report  had satisfied this condition 
(Table 4.16)  
 
Table 4.15 Tests of Normality 
 Kolmogorov-Smirnov Shapiro-Wilk 
Statistic df Sig. Statistic df Sig. 
Perception towards sexual 
harassment  
.189 381 .001 .699 381 .001 
Climate of sexual harassment  .165 381 .001 .871 381 .001 
Self-efficacy  .140 381 .001 .878 381 .001 





Table 4.16 Normality test (Skewness and Kurtosis) 
 Skewness Kurtosis 
Statistic Std. Error Statistic Std. Error 
Perception toward sexual 
harassment  
-3.008 .125 11.884 .249 
Climate of sexual 
harassment  
-1.154 .125 1.183 .249 
Self-efficacy  -1.450 .125 3.936 .249 
Intention to report  -.891 .125 .510 .249 
 
 
Assessment of normality was also done through SEM using IBM SPSS AMOS version 
21.0.  Of importance here is the critical value, the critical ratio of the data was 138.245 
exceeding the cut-off value of 5.0 as suggested by Bentler (2005 as citied in Byrne, 2013), 
which is an indicative that the data was not normally distributed. Moreover, the number 
of distinct parameters to be predicted based on the model was 98, which requires a data 
of at least five times this number i.e. 490, the minimum sample size required if AMOS is 
to be used (Kline, 2011, p 11-12). Based on these reasons, the Smart Partial Least Squares 
(Smart PLS) version 3.0 was used to analysis the data which uses less stringent 
conditions. Smart Partial Least Squares is a causal modelling approach that is oriented 
towards the predictive aspects (variance explained) of the model 
 
4.13.3 Smart Partial Least Square (PLS) Version 3.0 
Structural Equation Modeling (SEM) is a second-era multivariate data analysis method 
that can test theoretically supported linear and additive causal models (Haenlein & 
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Kaplan, 2004). Structural Equation Modeling (SEM) is a combination of factor analysis 
and multiple regression and there are several distinct approaches to SEM (Hair, Sarstedt, 
Ringle & Mena, 2012).The first method that is the commonly used  covariance based 
SEM (CB-SEM) and the second which is presently gaining popularity is variance based 
partial least square (PLS-SEM) (Hair Jr, Sarstedt, Hopkins & Kuppelwieser, 2014). PLS-
SEM ability to handle problematic modelling issues that usually occurs in the field of 
social sciences for instance unusual data characteristics (e.g. non normal data) and highly 
complex models has substantially increased PLS-SEM usage (Hair Jr, Sarstedt, Hopkins 
& Kuppelwieser, 2014). In reality, most social sciences data and empirical business are 
characterised by non-normal data (Hair Jr, Sarstedt, Hopkins & Kuppelwieser, 2014). 
 
Covariance-based structure equation modelling (CB-SEM) objective is to reproduce 
the theoretical covariance matrix, without focusing on explained variance.  Whereas, 
PLS-SEM objective is to maximize the explained variance of the endogenous latent 
constructs (dependent variables). According to Hair, Ringle & Sarstedt (2011) PLS-SEM 
estimations are good approximations of covariance-based structure equation modelling 
results, furthermore PLS-SEM is the favoured approach when the research objective is 
on theory development and prediction (Hair, Ringle & Sarstedt, 2011).  The Smart Partial 
Least Square (PLS) Version 3.0 was used to analysis the data and to assess the 
measurement and structural model (Ringle, Wende, & Becker, 2015).   
 
PLS is a soft modelling approach to SEM, its strength includes: there is no assumption 
of normality of data, when assumptions of normality are violated, CB-SEM results can 
be inaccurate; however, PLS-SEM estimations of the structural model are more robust 
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and takes into account the measurement error when assessing the structural model (Chin, 
1998).  PLS is useful for structural equation modelling in the field of behavioural sciences 
particularly when the respondents are limited and the distribution of the data is skewed 
(Wong, 2013).  PLS-SEM does not require a large sample size and even with small sample 
sizes, PLS-SEM can still achieve high levels of statistical power (Hair, Ringle & Sarstedt, 
2011). The rule of thumb is ten times the largest number of paths directed at a construct 
in the structural model (Chin, Marcolin & Newsted, 2003).  
 
Secondly, CB-SEM requires that each construct/variable should at least have more 
than three items in order to conduct the CFA, where else PLS-SEM can be conducted 
with just one or two items within the constructs/variable (Hair Jr, Hult, Ringle & Sarstedt, 
2013; Hair, Ringle & Sarstedt, 2013). In addition, PLS- SEM model can include variables 
with even as high as 50 items in it (Hair Jr, Hult, Ringle & Sarstedt, 2013; Hair, Ringle 
& Sarstedt, 2013). Thirdly, in CB-SEM the structural model cannot be run unless prior 
reliability and validity has been achieved via confirmatory factor analysis. PLS-SEM is 
able to solve this problem as its application is aimed at explaining the variance of the 
dependent variable and minimizing the unexplained variances (Hair Jr, Hult, Ringle & 
Sarstedt, 2013; Hair, Ringle & Sarstedt, 2013). Fourthly, PLS-SEM also assumes that all 
measured variance (including error) are useful for explanation/prediction of causal 
relationships (Hair Jr, Hult, Ringle & Sarstedt, 2013). Wan Mohamad (2013) in his study 
of a comparison between PLS-SEM and CB-SEM proofed that using SMARTPLS 
measurement/outer model scale functions the same way as confirmatory factor analysis 
in CB-SEM and based on the results of the study the value of the factor/outer loadings 
and average variance extracted (AVE) was much more robust, further adding on to the 
advantages of PLS-SEM.    
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There are two stages to the PLS- SEM analysis: the measurement model and the 
structural model. The measurement model links the manifest variables(indicators or 
items) to their associated constructs and  is assessed by examining whether the theoretical 
constructs are correctly measured by the manifest variables (indicators or items), with 
reference to reliability and validity attributes.  The structural model links the constructs 
and assess according to the meaningfulness and significance of the hypothesised 
relationships between the constructs (Barroso, Carrion & Roldan, 2010). 
 
4.14 Hypotheses Testing  
Once a theoretical framework is developed and the relationships among the constructs 
are determined, the subsequent step is to develop testable propositions which we call 
hypotheses (Sekaran, 2005). The literature suggests that: perception of sexual harassment, 
climate for sexual harassment and self-efficacy is positively correlated with intention to 
report sexual harassment. The dependent variable was the respondent’s intention to report 
“as they can be easily identified and studied as they progress through the … process much 
more readily than people without an initial intention” (Devonish, Alleyne & Charles-
Soverall, 2010, p150). 
 
The theoretical framework for this study uses Ajzen (1991) theory of planned 
behaviour and the following null hypotheses were formed (Figure 4.1): 
H1: Perception of sexual harassment has no significant relationship to intention to 
report sexual harassment 
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H2: Climate for sexual harassment has no significant relationship to intention to report 
sexual harassment. 
H3: Self-efficacy has no significant relationship to intention to report sexual 
harassment 
 
Figure 4.1 The research model 
 
The results of the analysis will be presented in Chapter Five. 
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CHAPTER 5: RESULTS 
5.1 Descriptive Analysis 
The questionnaire was administrated to administrators and assistant administrators in 
12 public universities. A total of 903 questionnaire were sent out but only 381 responses 
were received, a rate of return of 42%.  From the descriptive statistics generated in Table 
5.1, the respondents were divided into four age groups; the age group of 30-39 was the 
largest with 51%, followed by the age group of 20-29 with 20% and the age group of 40-
49 with 19%. As for marital status, 69% of the respondents were married and 28% was 
single. As for length of service, majority (35%) of the respondents’ had more than 10 
years of service, 33% of the respondents had 5 to 10 years of services and 31% has less 
than 5 years of service. 
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The high mean values and low standard deviation values showed that the respondents 
relied on their perception, self-efficacy level and a supportive organizational climate in 
relation to intention to report (Table 5.2).  
 
For perception for sexual harassment a mean of 4.44 and standard deviation of 13.814 
signifies that in totality the administrators were able to identify the behaviours that 
constitutes sexual harassment and had an unfavourable attitude of sexual harassment.  
Based on the mean scores of climate for sexual harassment (M= 4.35, SD = 7.200) the 
administrators had a positive perception of the organizational climate i.e. a supportive 
work climate.  The mean scores of self-efficacy were 4.39 with a low standard deviation 
of 3.933 means that the administrators are confident of themselves and are able to take 
control of the situation when faced with a harassing situation. Whereas, for the mean 
scores for intention to report was considerably high (M= 4.23, SD = 4.410) which is 
between quite likely and definitely will. This suggests that the probability of reporting the 
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5.2 Assumptions and Outliers  
Prior to analyzing the data in SmartPLS, the data was tested for missing data, outliers, 
multicollinearity and independent errors. The reason behind testing for assumptions and 
outliers is to have a more grounded model.  There were no missing data based on the 
distribution of the data (n=381).  
 
In identifying outliers, a standard multiple regression was run with intention to report 
[ITR] as the dependent variable and perception of sexual harassment [PSH], climate for 
sexual harassment [CSH] and self-efficacy [SE] as the independent variable. The initial 
sample size was 381 before omitting the outliers and influential cases.   
 
 
Variables Mean Standard 
Deviation 
N 
Perception of sexual 
harassment 
4.44 13.81477 381 
Climate for sexual 
harassment 
4.35 7.20026 381 
Self-efficacy  4.39 3.93376 381 
Intention to report sexual 
harassment 
4.23 4.41073 381 
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5.2.1 Outliers  
There are two types’ outliers - univariate and multivariate. Univariate outliers are cases 
with extreme values on single variables, and can be detected by looking at the values of 
the standardized residual, if the minimum value is  less than or equal  to -3.29, or the 
maximum value is more than or equal to 3.29, then there are cases of outliers in the data  
(Tabachnick & Fidell, 1996). For an analysis of standard residuals, a check through the 
column named ZRE_1 by SPSS was carried out to identify any outliers, there were 2 
cases that were needed to be removed.  
 
Multivariate outliers are cases with odd combinations of values across two or more 
independent variables; this can be detected with Mahalanobis distance (Mahal Distance). 
A check through the column named MAH_1 by SPSS was done to see if there were cases 
with a probability less than or equal to .001, none were found.   
 
Two other statistics that can consider the effect of a single case on the model as a whole 
is leverage (hat values) and Cook’s distance (Field, 2013). Cook’s distance is used to 
identify individual cases that may have a large influence on the model, resulting in an 
analysis that is less representative of the population represented by the sample.  The 
criteria for identifying influential case is a Cook's distance score (John, 1991) is  
“4 / (n – k – 1) where n is the number of cases and k is the number of independent 
variables”. 
4 / (381 – 3 – 1) = .0106, is the cut off value 
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The criteria for identifying influential case is a Cook's distance score with a value of 
.0106 or greater. The variable containing Cook’s distances was named COO_1 by SPSS, 
a check through the column showed that there were 15 cases that had a Cook's distance 
score that is large enough to be considered influential cases which also included the 2 
cases with standard residuals of above or less that ±3.29.  
 
Leverage assesses the impact of the perceived value of the dependent/outcome variable 
over the predicted/independent values (Field, 2013).  In this study the measure of leverage 
utilises Hoaglin and Welsch (1978), as citied in Field (2013) suggestion of investigating 
cases with values greater than twice the average:   
(2 (k + 1)/n), where n is the number of cases and k is the number of independent 
variables 
(2 (3+1)/381) = .02, was the cut off value 
 
The criteria for identifying influential case is Leverage score with a value of .02 or 
greater. The variable containing Leverage for identifying influential cases has been 
named LEV_1 by SPSS. A check through the column showed that there were 8 cases that 
had a Leverage score that was large enough to be considered influential cases which also 
included 1 case of a large Cook’s Distance.  
 
After the removal of the 23 influential and outlier’s cases, there were 358 valid cases 
which satisfied the minimum requirement to run the analysis.  
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5.2.2 Multicollinearity and Singularity 
Multicollinearity occurs when independent variables are strongly correlated thus the 
potential distinctive contribution of a single independent variable in explaining the 
dependent variable is minimized or likely to be misconstrued.  Singularity occurs when 
one independent variable is actually a combination of other independent variables.  To 
ensure that the supposition of no multicollinearity had not been violated, the following 
procedure was done by checking the Pearson Correlation Coefficient, the tolerance level, 
and the variance inflation factor (VIF) values between the independent variables (Field, 
2009;2013). 
 
If the correlation coefficients among the variables are below .8 then there are no issues 
of multicollinearity (Field, 2005).  The highest correlation coefficient is .517 hence the 
absences of multicollinearity (Table 5.3). 
 
Table 5.3 Correlations coefficient (N=381) 





.176 .427 .517 
PSH .176 1.000 .218 .312 
CSH .427 .218 1.000 .509 
SE .517 .312 .509 1.000 
Sig. (1-tailed) ITR . .000 .000 .000 
PSH .000 . .000 .000 
CSH .000 .000 . .000 
SE .000 .000 .000 . 
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N ITR 381 381 381 381 
PSH 381 381 381 381 
CSH 381 381 381 381 
SE 381 381 381 381 
 
 
Another indication of multicollinearity is when the tolerance value for an independent 
variable is less than .10 and the VIF value is greater than 10 (Hair, Anderson, Tatham & 
Black, 1998; Chatterjee & Hadi, 2006).  Multicollinearity isn’t an issues as the tolerance 
values of each independent variable is higher than .10 and the VIF is lower than 5 (Table 
5.4). 
 
Table 5.4 Collinearity Statistics 
Model Collinearity Statistics 
Tolerance VIF 
 PSH .898 1.114 
CSH .737 1.356 
SE .699 1.431 
 
 
If any of the squared multiple correlations are 1, then singularity is present 
(Tabachnick & Fidell, 2007). To calculate the squared multiple correlations: 1- Tolerance 
value, where the squared multiple correlations must be low, closer to .00.  The squared 
multiple correlations for this study were 0.02, 0.263 and 0.301 respectively, as such 
singularity is not a problem. 
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Next, the condition index is to be examined, its value ought to be less than 30 
(Tabachnick & Fidell (2007).  If the condition index is high, then the variance proportion 
needs to be examined, i.e. two of variance proportions must not be more than .50 within 
each variable (Tabachnick & Fidell, 2007). Usually, if the values of the condition index 
and variance proportion are high, then there is evidence of multicollinearity.  
 
Although the last dimension has a condition index of about 22, no variable (column) 
has more than one variance proportion of more than .50, therefore no collinearity is 
evident (Table 5.5). 
 
Table 5.5 Collinearity Diagnostics 
Model Dimension Eigenvalue Condition 
Index 
Variance Proportions 
(Constant) PSH CSH SE 
1 1 3.967 1.000 .00 .00 .00 .00 
2 .017 15.379 .01 .55 .41 .03 
3 .009 20.842 .21 .35 .57 .39 
4 .008 22.892 .78 .10 .02 .58 
 
 
5.2.3 Independent Errors 
Serial correlation implies that the size of the errors/residual for one case has an impact 
on the size of the errors/residual of the next case. To test for the presence of serial 
correlation among the residuals, the Durbin-Watson statistic was used. The value ranges 
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from 0 to 4, but the general acceptable range is 1.50 - 2.50 (Field, 2013).  A value as close 
to 2 is needed to meet the assumption of independence of errors. The value of Durbin-
Waston is 2.043, which is so close to 2, the data fulfils the assumption. 
 
5.3 Structure Equation Modelling - Partial Least Square (PLS-SEM) 
Structural equation model refers to both the structural and measurement model, 
combined. Evaluation of the measurement and structural model were conducted 
following Hair, Ringle & Sarstedt (2011) and Hair, Jr Sarstedt, Hopkins & Kuppelwieser 
(2014) guidelines. 
 
5.3.1. Measurement Model  
For the measurement model (Figure 5.1), composite reliability (internal consistency 
reliability), outer loadings (indicator reliability), convergent validity (average variance 
extracted) and discriminant validity (square root of AVE and cross loadings analysis) 
were assessed. 
 
In accordance to Sekaran & Bougie (2010) definition the reliability of an instrument 
concerns the consistency of its items in measuring the designed construct. In evaluating 
internal consistency reliability, PLS-SEM uses composite reliability. According to Hair 
Jr, Sarstedt, Hopkins & Kuppelwieser (2014, p.111) “composite reliability does not 
assume that all indicators are equally reliable and prioritizes indicators according to their 
individual reliability during model estimation”. It also examines the degree to which the 
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Figure 5.1 The Measurement Model 
216 
The Cronbach's alpha coefficient was utilised as an alternative measure. Both 
composite reliability and Cronbach’s alpha values should be above 0.7 to be regarded as 
acceptable (Hair, Black, Babin & Anderson, 2010). All the constructs in this study 
showed satisfactory composite reliability (Figure 5.2).  
 
Construct validity points to the validity and suitability of the instrument in testing the 
theory it was intended to test (Sekaran & Bougie, 2010), i.e. the items that are indicators 
are measuring the construct they are supposed to measure.  Construct validity is made of 
two subtypes of validity i.e. convergent and discriminant validity which were 
methodically inspected in order to verify the instrument used in the study. 
 
The convergent validity of the measure is defined as the degree to which a set of 
items/indicators converge consistently to measure the construct or share a high proportion 
of variance. It can be measured through outer loadings and average variance extracted 
(AVE) (Hair, Black, Babin & Anderson, 2010). For outer loadings, the recommended 
value of .7 was used (Hair Jr, Sarstedt, Hopkins & Kuppelwieser, 2014), which indicates 
that there is more shared variance between the construct and its items than error variance 
(Chin, 1998a; Hulland, 1999) (Figure 5.2). Items with loadings between 0.4 and 0.7 can 
be deliberated for exclusion if the exclusion results in the increase of the composite 




Figure 5.2 Composite Reliability and Factor Loadings Values 
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Most of the items had an outer loading of above .7, except PSH1 (.632), PSH4 (.420), 
PSH5 (.242), PSH22 (0.644), CSH5 (0.373), SE (0.550), ITR1 (0.482) and ITR2 (0.538) 
(Table 5.6).  However, these items were not removed because the composite reliability of 
the constructs were above the suggested threshold value and deleting these items did not 
lead to a greater increase in the composite reliability of the construct (Hair, Ringle & 
Sarstedt , 2011, p.145) furthermore, all these measures had significant t-values at the p = 
< .001  (Chin, 1998) (Appendix  N). Additionally, the items were also maintained for 
their contribution towards content validity (Hair, Ringle & Sarstedt, 2011, p146). 
 
The results of the outer loadings indicate acceptable convergent validity (Fornell & 
Larcker, 1981; Hair, Black, Babin & Anderson, 2010). An average variance extracted 
(AVE) value of 0.5 and higher shows an adequate degree of convergent validity (Hair, 
Ringle & Sarstedt, 2011).  “Conversely, an AVE of less than 0.5 indicates that on average, 
more error remains in the items than the variance explained by the construct” (Hair Jr, 
Hult, Ringle, & Sarstedt, 2013, p. 103).  The AVE of all constructs in this study was 
above the threshold 0.5, which means that the latent constructs explains more than half 







Table 5.6 Results summary for the Measurement Model 
















  0.966 0.962 0.573 Yes 
 PSH1 0.632     
 PSH2 0.744     
 PSH3 0.733     
 PSH4 0.420     
 PSH5 0.242     
 PSH6 0.680     
 PSH7 0.760     
 PSH8 0.803     
 PSH9  0.744     
 PSH10 0.835     
 PSH11 0.678     
 PSH12 0.835     
 PSH13 0.820     
 PSH14 0.840     
 PSH15 0.869     
 PSH16 0.869     
 PSH17 0.825     
 PSH18 0.794     
 PSH19 0.817     
 PSH20 0.871     
 PSH21 0.870     













 CSH1 0.736     
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 CSH2 0.847     
 CSH3 0.690     
 CSH4 0.837     
 CSH5 0.373     
 CSH6 0.676     
 CSH7 0.875     
 CSH8 0.872     
 CSH9 0.812     
 CSH10 0.869     
 CSH11 0.855     
Self-efficacy (SE)   0.912 0.885 0.600 Yes 
 SE1 0.748     
 SE2 0.550     
 SE3 0.732     
 SE4 0.830     
 SE5 0.858     
 SE6 0.811     
 SE7 0.846     
Intention to 
report (ITR) 
  0.895 0.856 0.598 Yes 
 ITR1 0.482     
 ITR2 0.538     
 ITR3 0.867     
 ITR4 0.884     
 ITR5 0.895     
 ITR6 0.856     
 
 
 Discriminant validity is the extent to which a construct is truly distinct from other 
constructs by empirical standards. “Establishing discriminant validity shows that the 
constructs is unique and captures the phenomena not represented by other constructs in 
the model” (Hair Jr, Hult, Ringle, & Sarstedt, 2013, p. 104-105). In evaluating of 
discriminant validity, the Fornell- Larcker’s criterion (Table 5.7) and cross loading (Table 
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5.8) measures were used (Hair Jr, Hult, Ringle & Sarstedt, 2013; Hair, Ringle & Sarstedt, 
2011). The Fornell-Larcker’s (1981) criterion is the square roots of the AVE of each 
construct; it compares the square root of the AVE values with the latent construct 
correlation.  The variances shared between the constructs and their items should surpass 
the off diagonal elements which are the correlations between the constructs and all other 
constructs and should load higher on their own constructs (Henseler, Ringle & Sinkovics, 
2009). In this study, the square root of the constructs AVE values (the diagonal values in 
bold) confirms that each construct shares more variance with its associated items than any 
other construct in the model (Hair Jr, Hult, Ringle, & Sarstedt, 2013, p.105). 
 
Table 5.7 Discriminant validity based on Fornell-Larcker’s criterion 
 Constructs CSH ITR PSH SE 
CSH 0.781       
ITR 0.552 0.774     
PSH 0.273 0.264 0.757   
SE 0.552 0.627 0.357 0.774 
 
 
The second method involves examining the loadings and cross loadings matrix, in 
order to ensure that no items load more highly on other constructs in the model than they 
do on their theoretically assigned construct (Fornell & Larcker, 1981; Compeau, Higgins 
& Huff, 1999; Chin, 2010). Table 5.8 shows that loading of each item on its construct are 
higher and loaded lower on other constructs, thus showing adequate discriminant validity.  
 
 222 
Table 5.8 Respective loadings and cross loadings of all constructs. 
 Items CSH ITR PSH SE 
CSH1 0.736 0.423 0.232 0.417 
CSH2 0.847 0.468 0.234 0.454 
CSH3 0.690 0.386 0.243 0.396 
CSH4 0.837 0.472 0.271 0.501 
CSH5 0.373 0.177 0.009 0.105 
CSH6 0.676 0.362 0.141 0.350 
CSH7 0.875 0.452 0.225 0.463 
CSH8 0.872 0.451 0.212 0.470 
CSH9 0.812 0.479 0.222 0.442 
CSH10 0.869 0.473 0.237 0.490 
CSH11 0.855 0.493 0.221 0.502 
ITR1 0.214 0.482 0.192 0.291 
ITR2 0.292 0.538 0.156 0.328 
ITR3 0.485 0.867 0.231 0.552 
ITR4 0.491 0.884 0.214 0.536 
ITR5 0.511 0.895 0.232 0.582 
ITR6 0.473 0.856 0.207 0.538 
PSH1 0.166 0.233 0.632 0.196 
PSH2 0.169 0.226 0.744 0.216 
PSH3 0.232 0.248 0.733 0.307 
PSH4 0.038 0.095 0.420 0.106 
PSH5 0.123 0.109 0.242 0.019 
PSH6 0.145 0.123 0.680 0.204 
PSH7 0.242 0.208 0.760 0.347 
PSH8 0.298 0.244 0.803 0.331 
PSH9 0.191 0.178 0.744 0.283 
PSH10 0.254 0.222 0.835 0.346 
PSH11 0.165 0.142 0.678 0.292 
PSH12 0.213 0.197 0.835 0.313 
PSH13 0.203 0.157 0.820 0.236 
PSH14 0.199 0.189 0.840 0.240 
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PSH15 0.217 0.229 0.869 0.296 
PSH16 0.209 0.231 0.869 0.281 
PSH17 0.256 0.222 0.825 0.336 
PSH18 0.179 0.145 0.794 0.209 
PSH19 0.174 0.148 0.817 0.218 
PSH20 0.217 0.189 0.871 0.240 
PSH21 0.200 0.201 0.870 0.283 
PSH22 0.206 0.200 0.644 0.315 
SE1 0.471 0.451 0.319 0.748 
SE2 0.275 0.397 0.174 0.550 
SE3 0.384 0.421 0.354 0.732 
SE4 0.389 0.451 0.248 0.830 
SE5 0.475 0.515 0.299 0.858 
SE6 0.458 0.529 0.262 0.811 
SE7 0.497 0.593 0.281 0.846 
 
 
In a well-fitting model, heterotrait correlations should be smaller than monotrait 
correlations, meaning that the Heterotrairt-Monotrait (HTMT) ratio should be below 1.0. 
Henseler, Ringle, & Sarstedt (2015) suggested that if the HTMT value is below 0.90 (p 
121), discriminant validity has been established between a given pair of reflective 
constructs, though Clark & Watson (1995) and Kline (2011) used the more stringent cut-






Table 5.9: Heterotrairt-Monotrait Ratio 
Heterotrairt-Monotrait Ratio   
 CSH ITR PSH SE 
CSH     
ITR 0.601    
PSH 0.273 0.285   
SE 0.594 0.705 0.375  
 
 
In addition, the common method variance was also assessed by conducting Harman’s 
single factor test (Podsakoff, MacKenzie, Lee & Podsakoff, 2003). Using Exploratory 
Factor Analysis with principal axis factoring with varimax rotation, seven factors with 
eigenvalues of more than one were extracted. The seven factors together accounted for 
71 % of the total variance, the first (largest) accounted for only 22 % of the variance.  
Since, none of the factors explained majority of the variance as such common method 
variance is not a concern (Appendix O). 
 
The results of the statistical measure of the measurement model have provided 
sufficient support for all items within each of the four constructs. Hence, the next step is 
to assess the structural model in order to test the hypotheses and the research model.  
 
5.3.2 Structural Model 
Prior to describing the structural model, collinearity assessments among constructs in 
the structural model were assessed to ensure that there was no multicollinearity problem 
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in the data (Hair Jr, Hult, Ringle & Sarstedt, 2013). In the context of PLS-SEM, tolerance 
levels below 0.2 or variance inflation factor (VIF) of 5 and above is indicative of 
collinearity (Hair, Ringle & Sarstedt, 2011). The results indicate an absence of the issue 
of multicollinearity (Table 5.10).  
 
Table 5.10 Collinearity Statistic (VIF) 
 Constructs CSH ITR PSH SE 
CSH   1.451     
ITR         
PSH   1.157     
SE   1.540     
 
 
All the inter-correlations among the main constructs were significant at p< 0.01 and 
multicollinearity is not an issue as the correlation coefficients for the inter-correlations 
between the constructs were below 0.8 (Field, 2005) (Table 5.11). 
 
Table 5.11 Inter-correlation of the latent construct 
 Constructs CSH ITR PSH SE 
CSH 1.000       
ITR 0.552** 1.000     
PSH 0.273** 0.264** 1.000   
SE 0.552** 0.627** 0.357** 1.000 
    **p< 0.01 
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For PLS-SEM, the assessment of the model’s capability is based on its ability to 
predict the endogenous/dependent construct (Figure 5.3).  In evaluating the structural 
model’s predictiveness, the path coefficients between each construct in the structural 
model were estimated using the bootstrap technique (Chin, 2010), with a 5,000 sub-
sample as per Hair Jr, Sarstedt, Hopkins & Kuppelwieser (2014) recommendation.  
 




Bootstrapping is a procedure whereby an extensive number of subsamples (e.g., 5000) 
(Hair Jr, Sarstedt, Hopkins & Kuppelwieser, 2014) are randomly drawn from the original 
sample with substitution resulting in a larger sample (Henderson, 2005). The procedure 
gives the sample distribution is a reasonable representation of the intended population 
distribution (Henseler, Ringle & Sinkovics, 2009) and also approximates the normality 
of data (Wong, 2013). The re-sample gives bootstrap standard errors, which in turn gives 
approximate t-values for significance testing of the structural path. The reason for this is 
that the character of PLS-SEM is distribution-free (Hair, Sarstedt, Ringle & Mena, 2012) 
as such the standard errors used in the calculation of t-values are calculated from the 
bootstrapping procedure, in order to avoid inflation or deflation of the standard errors due 
to non-normality.  
 
The main measures in the assessment of the structural model are 1) the coefficient of 
determination (R2), according to Hair, Ringle & Sarstedt (2011, p. 147) “the judgement 
of R2 values of 0.75, 0.5 or 0.25 for dependent variables can be described as substantial, 
moderate or weak, respectively” (2) significance of path coefficients, (3) the effect size 
(f2)-  in assessing effect sizes (f2) according to Cohen (1988 as citied in Hair, Black,  Babin 
&Anderson, 2010) the proposed rule of thumb is that effect size of 0.02-0.15 is considered 
small, 0.15-0.35 is medium and .0.35 is large and (4) the predictive relevance (Q2) effect 
size (Hair Jr, Hult, Ringle & Sarstedt, 2013).  Hypotheses testing are measured by path 
coefficient and t-statistics (Hair, Ringle & Sarstedt, 2011; Hair Jr, Hult, Ringle & 
Sarstedt, 2013).  
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In testing the research model (Figure 5.4), the R2 value was 0.455 indicating perception 
of sexual harassment, climate for sexual harassment and self-efficacy explains 45.5 % of 
the variance in  intention to report sexual harassment, with an adjusted R2 of 0.450 
(Table.5.12).  
 
Depending on the specific research discipline, the judgement of a high R2 value will 
differ (Hair, Ringle & Sarstedt, 2011). The R² value of 44.5% was generally good in 
comparison to other studies that have used Theory of Planned Behaviour to explain 
intention. Overall, across a wide range of behaviours, Theory of Planned Behaviour has 
proven to be an acceptable forecaster of intention, explaining up to 40% to 49% of the 
variance in intention (Schulze & Whittmann, 2003; Hagger, Chatzisarantis & Biddle, 
2002; Trafimow, Shreeran, Conner & Finlay, 2002; Ajzen, 1991; Armitage &Conner, 
2001), however, it must be noted that the strength of the constructs influence on intention 
varies from study to study. A recent meta-analysis of health related behaviour by 
McEachan, Conner, Taylor & Lawton (2011, p.29) also produced comparable results, 
“the overall analysis indicated that Theory of Planned Behaviour could explain 44.3% of 
the variance in intention across studies”. 
 
To ascertain how well the model generalizes, the value of the adjusted R2 ought to be 
the same, or very close to the value of R2 (Field, 2013) (Table 5.11). In this study the 
difference between the R2 and the adjusted R2 is a very small drop (0.455– 0.450) 0.005, 
which “means that if the model was derived from the population rather than a sample it 
would account for approximately 0.5% less variance in the outcome” (Field, 2013, p.336). 
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However, to validate the cross validity of the model the Stein’s formula was applied, 
which requires a more conservative test for shrinkage (Field, 2013, p312), “adjusted R2= 
1-(n-1/n-k-1) (n-2)/n-k-2) (n+1/n) (1-R2)”. 
Adjusted R2= 1-(358-1/358-3-1) (358-2)/358-3-2) (358+1/358) (1-0.455) 
          = 0.446 
The validation of the model is important in order to decide whether the model holds in 
the wider population from which the sample was drawn. The small differences of (.455 -
. 446) 0.009 supports the cross validation of the predictive equation to an independent 
sample from the same population is justifiable and supported. 
 
Table 5.12 Coefficient of Determination (R2) and Predictive Relevance (Q2) 
Constructs R2 Adjusted R2 Q2 
Intention to report sexual 
harassment 
0.455 0.450 0.266 
 
 
The predominant measure of predictive relevance is the Stone–Geisser’s Q² statistic 
(Geisser 1974; Stone 1974 as citied in Hair, Ringle & Sarstedt, 2011, p.147), “postulates 
that the model must be able to adequately predict the dependent/latent construct’s 
indicators using the blindfolding technique”. The blindfolding procedure omits every dth 
data point and re-estimates the model parameters based on remaining cases. It then, 
predicts the omitted part based on these remaining cases.  
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The blindfolding procedure produces a general cross-validating metrics Q2. If the 
explanatory latent constructs has a cross-validated redundancy measure value (Q2) of 
greater than zero than it exhibits predictive relevance. The results reported a cross-
validated redundancy value of 0.226 for intention to report sexual harassment indicating 
adequate predictive relevance of the model (Table 5.12). 
 





Cohen as cited in Wong and Hiew (2005) “the correlation coefficient value (r) ranging 
from ±0.10 to ± 0.29 is considered weak, from ±0.30 to ±0.49 is considered medium and 
from ±0.50 to ±1.0 is considered strong” (p.265). There is medium to strong positive 
correlation between climate for sexual harassment and self-efficacy to intention to report 
sexual harassment and a very weak positive correlation between perception of sexual 
harassment and intention to report sexual harassment (Figure 5.4).   
 
The effect size (f2) is one of the statistical measures used to estimates the strength of 
the relationship between independent and dependent variables (Chin 1998; Henseler, 
Ringle & Sinkovics, 2009; & Hair, Black, Babin & Anderson, 2010). In other words f2 
can be viewed as an estimate if an independent variable has a small, medium or large 
effect at the structural level.  All the path coefficients showed a positive sign and were 
significant at 0.01 levels.   The effect size of climate for sexual harassment on intention 
to report was small but for self- efficacy on intention to report was medium (Cohen, 1988 
as citied in Hair Jr, Hult, Ringle & Sarstedt, 2013) (Table 5.13) 
 
Table 5.13 Effect Size 
Constructs  F2 Effect  Size 
Perception of sexual harassment     
Intention to report  
0.001  Small 
Climate for sexual harassment  
Intention to report 
0.109  Small 
Self-Efficacy  
Intention to report  




5.3.3 Testing of Hypotheses.  
The bootstrapping procedure was used to evaluate the structural model with 5000 
iterations as per the recommendation of Hair Jr, Sarstedt, Hopkins & Kuppelwieser 
(2014). Hypotheses H1 to H3 was examined via the paths of perception of sexual 
harassment, climate for sexual harassment and self-efficacy to intention to report (Figure 
5.5). Results of path analysis for which the parameters were obtained by extracting t- 
statistics values from the path coefficients table  of at least t >1.96  in order to meet .05 
significance level (Chin, 1998) (Table 5.14)  
 
The first hypothesis is perception of sexual harassment has no significant relationship 
to intention to report sexual harassment. For the independent variable perception of sexual 
harassment, the beta value β is 0.020, the probability of the t-value is 0.532, and the p-
value is more than 0.05 (Table 5.14) as such, it was concluded that there isn’t a 
statistically significant relationship between perception of sexual harassment and 
intention to report sexual harassment, thus,  the null hypothesis was accepted. 
 
Ajzen and Fishbein (1980) have indicated that for different behaviour and population, 
it is likely that there will be variations in the size of the relationships between the 
variables. Past studies using TPB have proven that there is a difference in the predictive 
utility of the TPB constructs for different behaviours and ethnic groups (McEachan, 





Figure 5.5 The PLS-SEM results of the structural model
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The second hypothesis is climate for sexual harassment has no significant relationship 
to intention to report sexual harassment. For the independent variable climate for sexual 
harassment, the beta value β is 0.293, the probability of the t value is 5.322 and the p-
value is less than or equal to the level of significance of 0.01, thus the null hypothesis is 
rejected hence there is a statistically significant relationship between climate for sexual 
harassment and intention to report sexual harassment. 
 
The third hypothesis is self-efficacy has no significant relationship to intention to 
report sexual harassment. For the independent variable self-efficacy, the beta value β is 
0.458, the probability of the t value is 8.974 and the p-value is less than or equal to the 
level of significance of 0.01, thus the null hypothesis is rejected and it is concluded that 
there is a statistically significant relationship between self-efficacy and intention to report 
sexual harassment. 
 
The β values signifies the relationship between intention to report and each 
independent variable. Positive coefficient  signify positive relationship  between  the  
independent  and  the  dependent variable  whereas,  a  negative  coefficient  represents a 
negative relationship. The β coefficient associated with self-efficacy (.519) and climate 
for sexual harassment (.293) are positive, indicating a parallel relationship in which 
higher numeric values for self-efficacy and climate for sexual harassment are associated 
with higher numeric values for intention to report sexual harassment.  
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Therefore, the positive value of β implies that survey respondents who have a higher 
self-efficacy, i.e the respondent’s confidence in utilizing assertive responses in handling 
a sexual harassment act/behaviour would have a stronger intention to report. Similarly, 
those who are in a beneficial climate for sexual harassment - one where the organization 
does not tolerate harassing behaviours or discourages sexual harassment through rules, 
policies, and practices would have the intention to report. 
 
The standardized beta values (β) are directly comparable as it is measured in standard 
deviation units, as such, they give a better understanding into the significance of 
independent variable  in the model,  the standardized beta values for  self-efficacy was 
.458 and climate for sexual harassment  .293, which shows that self-efficacy has a 
somewhat more impact on the model. This is proven again from the magnitude of the t-
statistics; self-efficacy has a fairly more impact than climate for sexual harassment, 
similar to the results of the meta-analysis by Moan and Ulleberg (2013) that the perceived 
behavioural control was the strongest predictor of intention. 
 
The R2 showed that 45.5% of the variance in intention to report sexual harassment is 
explained by a combination of climate for sexual harassment and self-efficacy. Self-
efficacy was the main predictor, followed by climate for sexual harassment, perception 
of sexual harassment was not a significant predictor, and it might be that women’s 




Table 5.14 Path analysis and hypothesis testing 
Null 
Hypothesis  
Relationship  Coefficient /  
Beta values β 
Std Error t value  P-value Supported  
H1  Perception of 
sexual harassment 
→ Intention to 
report 
 
0.020  0.038 0.535 0.593 Yes 
H2  Climate for sexual 
harassment  → 
Intention to report 
  
0.293  0.055 5.322  0.000** No 
H3  Self-Efficacy  → 
Intention to return 
to work  
0.458 0.051 8.974  0.000** No 
* p<0.05 (t value > 1.645) ** p<0.01 (t value > 2.33) 
 
5.3.4 Additional findings 
The research model was further tested to see if the demographic variable i.e. age and 
marital status moderated the relationship between perception of sexual harassment, 
climate for sexual harassment, self-efficacy and intention to report sexual harassment.  
According  to  Baron  and  Kenny  (1986)  a  moderator  can  be  qualitative  or  quantitative  
variable  that  affects  the  direction and/or  strength  of  a  relation  between  an  
independent  and  dependent  variable. 
 
Studies examining the relationship between the personal characteristics of the victim 
such as age, marital status, ethnicity, sex role attitudes and sexual orientation – reporting  
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behaviour have produced mixed results (Vijayasiri, 2008).  Even in whistle blowing 
literature, individual level factors i.e. gender, age, tenure, marital status and personal 
morality as predictors of whistle blowing has yielded mixed results (Vadera, Aguilera & 
Caza, 2009). In Sanchez-Garcia (2013) study, the differences in reporting experiences of 
sexual harassment were higher among younger employees than the older employees. 
Where else, Vijayasiri (2008) study found that married, separated and those who have a 
longer service are more likely to report sexual harassment than single, divorced or 
widowed women.  Likewise, in Malaysia, personal demographic factors were also 
significant predictors of women not reporting their sexual harassment experience (Fonny 
& Zahari, 2012 & Kohlman, 2004). What does emerge as most significant in the past 
analysis is the respondent’s demographic status; i.e., age, education, race or marital status 
rather than occupational position.  
The extended model is represented visually in Figure 5.6. 
 
Figure 5.6 The Extended Research Model 
      


















Based on the above research model (Figure 5.6) the following null hypotheses were 
formed: 
H1a: The effect of perception of sexual harassment towards intention to report will be 
not be significantly different among women administrator’s according to age  
H2a: The effect of climate for sexual harassment towards intention to report will be 
not be significantly different among women administrator’s according to age  
H3a: The effect of self-efficacy towards intention to report will be not be significantly 
different among women administrator’s according to age  
H1b: The effect of perception of sexual harassment towards intention to report will be 
not be significantly different among women administrator’s according to marital status  
H2b: The effect of climate for sexual harassment towards intention to report will be 
not be significantly different among women administrator’s according to marital status  
H3c: The effect of self-efficacy towards intention to report will be not be significantly 
different among women administrator’s according to marital status  
 
Using past studies in Malaysia as reference, the respondents were divided into two age 
groups: young and old.  The young age group consist of respondents between the ages 20 
to 39 years (n=270). The old age group consist of respondents above the age of 40 (n= 
111) (Table 5.1). Studies done in Malaysia, have found that younger women below the 
age of 40 years were twice more likely to experience sexual harassment compared to those 
over the age of 40 (Fonny & Zahari, 2012; O Suhaila, 2012; Mohd & Lee, 2005; Ishak et 
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al., 2004; Hishamuddin et al., 2003).  As for marital status, the respondents were divided 
into single (n = 105) and married (n= 263) (Table 5.1). 
 
There  are  several  ways  to  examine  the  moderating  effect  within  a structural  
model, one of the most common examination is using multiple-group  analysis  (MGA). 
PLS-MGA does not require any distributional assumptions and is used with the help of 
bootstrapping results (Henseler et al., 2009). In this study the moderating impact of age 
and marital status on the proposed relationships was assessed using a multiple group 
analysis (MGA) to identify the differences in path coefficients across subgroups.   
 
The model (Appendix P) was first analysed for the moderating effect in each sub group 
of data in age (young and old) and marital status (single and married), the results of 
hypothesized path coefficient and their bootstrap values are shown in Table 5.15 and 
Table 5.17. 
 
Next, to test if the pre-defined sub groups have significant differences in their group 
specific parameter estimates (p-values and path coefficients). The sub group of young and 
old was analysed simultaneously for comparison to determine if significance differences 
exist between the coefficients of the sub groups within the variable of age (Table 5.16). 
Similarly, both the single and married sub group was also analysed simultaneously for 
comparison (Table 5.18).   
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Table 5.15 Direct relationship of the moderating effect of age 
 Relationship Beta values β Std Error  t-Values  p-Value  Supported 
 CSH -> ITR 0.322 0.07 4.613 0.000* Yes 
YOUNG PSH -> ITR 0.015 0.046 0.319 0.750 No 
N=270 SE   -> ITR 0.453 0.061 7.443 0.000* Yes 
 CSH -> ITR 0.235 0.092 2.54 0.011* Yes 
OLD PSH -> ITR 0.128 0.088 1.454 0.147 No 
N=111 SE   -> ITR 0.453 0.086 5.281 0.000* Yes 
* p<0.01 (t value > 2.33) 
 
Table 5.16 PLS-MGA analysis for the moderator age (path weight comparison) 
Null 
Hypotheses  
Relationship Path Coefficients-diff 
( | Young - old |) 
p-Value 
(Young vs old) 
Decision  
H2a CSH > ITR 0.087 0.223 Not moderated  
H1a PSH> ITR 0.114 0.887 Not moderated 
H3a SE > ITR 0.000 0.501 Not moderated 
 
 
From the results in Table 5.16, age did not moderate the relationship between 
perception to sexual harassment, climate for sexual harassment, self-efficacy and 
intention to report sexual harassment, thus, the null hypotheses was accepted. Existing 
research has reported either a positive, negative or an absent association between 
reporting sexual harassment and age 
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Table 5.17 Direct relationship of the moderating effect of marital status 
 Relationship Beta values β Std Error  t-Values  p-Value  Supported 
 CSH -> ITR 
0.203 0.065 3.108 0.002* Yes 
MARRIED PSH -> ITR 
0.080 0.045 1.760  0.079 No 
N= 263 SE   -> ITR 
0.494 0.050 9.863 0.000* Yes 
 CSH -> ITR 
0.436 0.105 4.166 0.000* Yes 
SINGLE PSH -> ITR 
-0.018 0.117 0.157   0.876 No 
N=105 SE   -> ITR 
0.405 0.116 3.498 0.001* Yes 
* p<0.01 (t value > 2.33) 
 




Relationship Path Coefficients-diff 
( | Married - Single |) 
p-Value 
(Married vs Single) 
Supported  
H2b CSH > ITR 
0.233 0.969 
Not Moderated 
H1b PSH> ITR 
0.098 0.185 
Not Moderated 





From the results in Table 5.18 marital status did not moderate the relationship between 
perception of sexual harassment, climate for sexual harassment, self-efficacy towards 
intention to report sexual harassment, thus, the null hypotheses was accepted. Existing 
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Collectively, the results of the measurement model exhibited an adequate level of 
cross-cultural validity and reliability of the measures used. In particular, the need for a 
culturally valid standard instrument to measure climate for sexual harassment, self-
efficacy and intention to report sexual harassment among the Malaysian respondents has 
been established.  These instruments can now be adapted for use in the local context.  
 
The results of the analysis confirmed the importance of the two variables i.e. climate 
for sexual harassment and self-efficacy in explaining the variance in the intention to report 
behaviour, providing the much needed empirical evidence to the growing body of 
literature on intention to report sexual harassment and the applicability of Theory of 








CHAPTER 6: DISCUSSION 
6.1 Introduction 
Thus far, most studies using TPB has measured various other sexual constructs such 
as intention to report sexual assault, sexual abuse, abusive relationship, sexual violence 
and bystander’s intervention to sexual victimization. TPB has also proven its applicability 
in measuring intention to whistle blow on organizational wrong doing.  This study 
examines the women administrator’s intention to report sexual harassment using the 
Theory of Planned Behaviour (TPB) model in an academic setting. Of significance here 
is the nature of the behaviour itself i.e. intention to report sexual harassment, which plays 
an essential role in the predictive utility of TPB and in addition its potential use in the 
enrichment of effectual interventions (McEachan, Conner, Taylor & Lawton, 2011).  
 
In Asian countries it’s impossible to measure actual reporting rates of sexual 
harassment, caused by the nature of the act itself, not many are willing to disclose the fact 
that they have been harassed, this is evident in the number of reported cases, combined 
with factors such as patriarchal culture, the conflict –avoidance tendency in collectivist 
countries and  the lack of information about sexual harassment, explains why measuring 
intention to report would be the nearest operational variable (Chiu, 2003) that can be used 
for the development of operative interventions.   
 
In TPB it is assumed that behavioural intention is the best predictor of future 
behaviour, therefore intention to report is determined by three components 1) attitude –
hold a unfavourable attitude towards sexual harassment 2) subjective norms -believe that 
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others will support them in reporting the sexual harassment act and 3) perceived 
behavioural control- believe that they have the confidence/capability in ending the sexual 
harassment act.   
 
There are thus far no other studies that have dealt with intention to report sexual 
harassment in the workplace in Asia based on the theory of TPB. In Europe and the 
Middle East hardly any studies have used TPB to measure specifically intention to report 
sexual harassment. In a singular study, by Natan, Hanukayev & Fares (2011) among Israel 
nurses did find a correlation between the respondent’s intention to report (violence 
perpetrated against them) and actual reporting, i.e. higher intention predicted higher 
actual rates of reporting. Clarke(2014) in her conceptual paper on predicting decision to 
report sexual harassment using TPB also proposed that intention to report will predict 
reporting behaviour. Furthermore, the ability of TPB in predicting sexual harassment 
from the perspective of the victim has not been tested before. Even lesser is known about 
the extent to which each TPB construct acts in predicting intentions to report sexual 
harassment (Betts, Hinsz, & Heimerdinger, 2011). 
 
The results of this study has proven that TPB is an effective theoretical framework in 
predicting intention to report sexual harassment in the Malaysian context. Based on PLS-
SEM analysis the r square was 44.5% and the adjusted r square was 45.0%, proving that 
the explanatory power of the TPB in predicting intention to report. Additionally, the cross 
–generalizability of the model was also very good based on Stein’s formula. Thus, 
extending the application of TPB to include intention to report sexual harassment and 
simultaneously proving TPB’s cross-cultural applicability. As, stated by Merkin (2008) 
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that the experience of sexual harassment is compelling enough to transcend beyond 
individual nations. 
 
It was hypothesized that women administrators’ intention to report sexual harassment 
would be predicted by perception of sexual harassment, climate for sexual harassment 
and self-efficacy. The performance of each predictor contributes uniquely to the model. 
However, only climate for sexual harassment (ß = 0.293, p < .001) and self-efficacy (ß = 
0.458, p <. 001) contributed significantly towards predicting intention to report, 
perception of sexual harassment was not a significant predictor.  
 
It has been conclusively shown in this study that the choice of remaining silent or 
reporting is a function of both personal as well as organizational variable. Respondents 
who label/recognise the behaviour as sexual harassment, have a higher self-efficacy will 
choose initiator-focused strategies, i.e. advocacy seeking and together with a beneficial 
climate i.e. fairness of organization’s policies/practices will definitely report the sexual 
harassment act.    
 
The results of the study is also in line with previous studies using the TPB model to 
predict people’s intention in  non-English speaking, collectivistic countries, have reported 
that the attitude-intention relationship is less influential than the subjective norm-
intention relationship which is more influential (Quintal, Lee & Soutar, 2010).   
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This was also supported by whistle blowing literature/studies using TPB and the 
general model of effective whistle blowing that the characteristics of the individual and 
the situation do indeed have an effect on the formation of intentions to behave in certain 
ways as well as on the subsequent performance of such behaviours (Miceli & Near, 2005; 
Near & Miceli, 1995)   
 
Hence, the implementation of the intention to report to be turned into actual reporting 
is at least partially determined by self-efficacy and organizational climate. 
 
6.2 Self-efficacy 
There has been no clear consensus in the literature as to which is the distinctive factor 
that initiate/trigger’s a woman to report sexual harassment, sexual harassment literature 
has shown mixed results when it comes to personal attributes and reporting of sexual 
harassment. This study has proven that self-efficacy is a principal factor that contributes 
the much needed conviction in reporting sexual harassment.  The intention to report 
sexual harassment was well predicted by self-efficacy, thus contributing to Knapp, Faley, 
Ekeberg & Dubois (1997) comprehensive model of victim reporting, to include the 
variable self-efficacy. 
 
Reporting sexual harassment is not a behaviour that is under complete volitional 
control, i.e. the respondent can decide to perform or not perform the behaviour at will 
(Ajzen & Madden, 1986), it is a behaviour performed based on a highly complex 
psychological process (Gundlach, Douglas & Martinko, 2003) thus, the importance of the 
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role of self-efficacy in determining/influencing the behaviour. Studies have also shown 
that increased self-efficacy raises the chance of performing the behaviour in general, 
particularly, preventive behaviours (Natan, Hanukayev & Fares, 2011; Orchowski, 
Gidycz & Raffle (2008); Gidycz, Rich, Orchowski, King, & Miller, 2006). When the 
behaviour is perceived as challenging or there are barriers to performance, self-efficacy 
becomes an important factor in predicting behaviour, as suggested by McCabe, Trevino 
& Butterfield (2002).  Perceived self-efficacy is a key factor in the causal structure 
because it operates on motivation and action both directly and through its impact on the 
other determinants (Natan, Hanukayev & Fares, 2011).    
 
Self-efficacy is defined as “the beliefs in one’s capabilities to organize and execute the 
courses of action required to produce given attainments” (Bandura, 1997, p.3). Self-
efficacy beliefs provide the foundation for human motivation, well-being and personal 
accomplishment (Bandura, 1977; 1982). These self-efficacy perceptions help determine 
what the individual do with the knowledge and skills they have, which explains why 
people’s behaviour differ widely even when they have similar knowledge and skills 
(Bandura, 1977; 1982).   In general, individuals are more disposed (i.e. intend) to engage 
in behaviours that they believe to be achievable (Bandura, 1997).   
 
Individuals with high self-efficacy assess the sexual harassment act as unjust, 
unprovoked and inappropriate and are more apt to believe that they can effectively 
handle/manage the situation (Gallus, 2010). The increased feeling of control will increase 
the extent to which the individual is willing to exert additional effort in order to report the 
sexual harassment behaviour.  These individuals are also less likely to be influenced by 
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the attitudes of others, even if others feel that the individual is sensitive or that reporting 
is an act against the organization, they may still report. In Gallus (2010) study of reporting 
sexual harassment found that those who were high in cognitive appraisal (equivalent to 
self-efficacy) working in a detrimental climate were still likely to report sexual 
harassment. 
 
As per stress appraisal theory, these individuals would perceive the sexually harassing 
situation as being changeable, use a problem-focused strategies i.e. 
confrontation/negotiation and/or advocacy seeking. They have the necessary resources to 
deal with the consequences (Hegarty & Sims, 1978), persist even when setbacks occur, 
recover more quickly and maintain their course of action than those who are not highly 
self-efficacious (Schwarzer & Renner, 2000).  
 
This was supported by Byrne & Arias (2004) study on women contemplating to 
terminate an abusive relationship found that self-efficacy and skills were necessary to 
increase self- control and to be able to engage in taking the necessary steps in ending the 
relationship. Similarly, Natan, Hanukayev & Fares (2011) study also showed that self-
efficacy had a significant positive effect on intention and actual reporting of violence 
perpetrated against the target.  Increased self-efficacy and skills not only influenced the 
intention but also the actual behaviour, enables one to put a stop to the sexually harassing 
behaviour, i.e. by filing a report against/confronting the harasser (Byrne & Arias, 2004). 
This was supported by Chen, Doherty & Vinnicombe (2012) that women aged between 
30 and 34 years (who made up the  majority (51%) of the respondents) emphasized the 
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importance of gaining confidence (knowing‐why) and skills (knowing‐how) while those 
aged between 35 and 45 years focused on developing networks (knowing‐whom). 
 
Likewise, the consequences of the negative effects or retaliation are moderated by the 
target’s personal vulnerability (i.e. self-efficacy) as well as the mode of responding to and 
coping with the harassment (Hulin, Fitagerald & Drasgow, 1997). Therefore, if one does 
not believe in one's capability (i.e. lack of self-efficacy) to perform the desired action one 
will be unable to initiate and maintain the course of action (Schwarzer & Renner, 2000). 
This shows that administrators who possess personal qualities such as self-confidence, 
empathy, self-management and knowledge of personal strengths and weakness are more 
likely to report sexual harassment. MacNab & Worthley (2008) and Danila, Jamaluddin, 
Ali, Ahmad & Norhayati  (2012) study had proven those who are in a management 
position that allows them to make decision generally have a higher self-efficacy and will 
report the action if deemed necessary.   
 
In Li, Frieze, Tang (2010) study of adolescents’ ability to protect themselves from peer 
sexual harassment and abuse using TPB model found that perceived behavioural control 
was an important predictor; the degree to which the adolescent believed that he/she could 
control the situation by performing behaviours that will protect himself/herself from the 
different forms of peer sexual harassment and abuse. Likewise, Feng and Levine (2005) 
study on nurses intention to report child abuse identified that the lesser the barriers and 
the more control they had, the more inclined were the nurses to file a report on child 
abuse. Perceived behavioural control was also an important factor to be considered in 
encouraging internal whistle-blowing (Chiu, 2003; Park & Blenkinsopp, 2009). In Sung, 
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Huang & Lin (2015) study, the respondents had demonstrated a higher level of self-
efficacy when the necessary knowledge and skills on the subject matter were increased 
and had a positive attitude.   
 
Hence, these findings suggest that efforts should be aimed at increasing women’s level 
of self-efficacy so that they can gain the much-needed self-confidence in filing the sexual 
harassment report. According to Bandura (1998) and Ozer & Bandura (1990) the most 
effective way of creating a strong sense of self-efficacy is through the increase of the 
mastery experiences via 1) past performance; 2) vicarious experience and social 
observation; 3) communicative persuasion and 4) physiological state.  
 
The first and second criteria past performance, vicarious experience and social 
observation are linked to the individual’s experiences and observation of the organization 
culture, i.e. the individual observes others successfully engage in reporting sexual 
harassment and the action taken by the organization. If the observation is positive, then 
the individual will follow pursuit by filing a sexual harassment complaint via formal 
channels, this success will build a robust belief in one's personal efficacy; failures will 
undermine it, especially if failures occur before a sense of efficacy is firmly established. 
 
Moreover, a targets’ reluctance to report sexual harassment may be exacerbated by the 
attitudes and behaviours of executives and managers (Knapp, Faley, Ekeberg & Dubois, 
1997), especially when the harasser is from the management. For example, if the choice 
of sanctions for harasser is only a casual or informal caution without any action (Salin, 
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2007 as citied in McDonald, 2012), this only reflects the lack of organizational 
responsibility and an indication of a “climate of tolerance” (McDonald, 2012) further 
painting a picture of retaliation. As such, adequacy of encouragement concerns the degree 
to which there is a feeling that there is a sufficient degree of supportiveness from the 
organizations leaders for the employees to speak out and report sexual harassment when 
appropriate (Keenan, 1990).  Having leaders  in the organization, be it the supervisor or 
senior management who take quick action to put a stop to the harassing situation will 
motivate those individuals with low self-efficacy to report sexual harassment.  
 
The third criteria communication persuasion is necessary if interventions are to be 
more efficacious. To an employee who intends to report sexual harassment, the 
management should provide sufficient information and resource needed for the individual 
to file the report, the individual must be aware that she is protected from retaliation and 
given the needed support to help overcome the psychological and physiological stress of 
sexual harassment. This is important as informal interviews conducted during the pilot 
study among the administrators of the public universities indicated that they were 
subjected to sexual harassment due to their lack of confidence in reporting the act to the 
authority, mainly due to their fear of retaliation.  
 
The social support systems too lead to an increase in self-efficacy and mastery skills, 
which would lead/direct the victim to report the sexual harassment act. For individuals 
with lower levels of self-efficacy in a non-supportive system would only further hamper 
victim’s intention to report sexual harassment (Edward, Christine, Kateryna & Gidyez, 
2015). Having supportive co-workers will also help contribute to the respondent’s self-
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efficacy beliefs regarding reporting by helping instil in the target the 
confidence/capability needed to carry out the required action ( Clarke, 2014). 
 
Almost 90% of the women in this study had high intention’s to report sexual 
harassment, which in a way reflects that these women are ready to put an end to the 
harassing situation. Thus, it is likely that for women who have the intention to report, a 
supportive organizational climate will definitely be helpful in persuading/prompting the 
women in reporting sexual harassment. In general, Malaysians tend to be less 
individualistic than people in the Western culture and their behaviour are probably more 
influenced by other people’s value and point of view (Li, Frieze & Tang, 2010).  Thus, 
there is a requirement for a more proactive administration or leadership in moving the 
burden of identifying the unprofessional conduct/behaviour from the potential target or 
victim to the organization itself (McDonald, 2012).  
 
Transformational leaders are thought to influence the employees in developing a 
positive orientation, by internalizing the ethical and moral values transmitted by the 
leaders, assuring an honest effort on the part of the leader and the organization. Such 
efforts by the leader and organization will increase the employees’ self-efficacy (Shamir, 
House & Arthur, 1993). As such, when such encouragement is missing and not directly 
stated or felt, it might be expected that respondents with low self-efficacy would have 




As stated in the whistle-blowing theory, the characteristic of the whistle blower has a 
strong bearing on the formation of intention to whistle blow/report and self-efficacy 
yielded a positive relationship to whistle blowing/reporting (Danila, Jamaluddin, Ali, 
Ahmad & Norhayati, 2012; Wise, 1995 as citied in Vadera, Aguilera & Caza, 2009; 
MacNab & Worthley, 2008; Miceli & Near, 2005; Chiu, 2003; Near & Miceli, 1985).   
 
Self-efficacy is an important construct that needs to be taken seriously if the 
management is serious about helping its women employees in putting a stop to sexual 
harassment in the organization. 
 
6.3 Climate for sexual harassment 
How an individual chooses to respond to a sexually harassing situation does not solely 
rely on the self-efficacy of the person, according to the stress appraisal model, the 
environmental factors also influence the process of appraisal i.e. the availability of 
resources and social support provided by the organization.  
 
The results of this study had established that climate for sexual harassment is a notable 
predictor of intention to report, which also confirms with previous studies that climate for 
sexual harassment is a predictor of incidents of sexual harassment in an organizations 
(Vijayasiri, 2008; Willness, Steel & Lee, 2007; Bergman, Langhout, Palmieri, Cortina & 
Fitzgerald, 2002; Welsh, 1999; Fitzgerald, Gelfand & Drasgow, 1995; Pryor, Giedd & 
Williams, 1995).  Perception of a beneficial climate within the organization helps in 
encouraging the victim in taking the step in making a report. A beneficial climate shows 
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that there is an adequate support from the organizational leaders and proactive practices 
by the organization.   Perception of organizational tolerance impacts the dispositions and 
practices of workers to a greater extent than the presence of a formal hierarchical 
organizational rules and regulation (Hulin, Fitzgerald & Drasgow, 1996; Pryor, Giedd & 
Williams, 1995).  
 
If management counters sexual harassment grievances by disregarding or discouraging 
the victim, then the harassing behaviour is condoned (Sabitha, 2001). Past studies have 
shown that when the organizational response to sexual harassment is less stringent one 
especially in punishing the harasser then it reflects a lack of organizational responsibility 
(McDonald, 2012). 
  
The respondent’s perception of organizational tolerance, policies and procedures and 
implementation practices are central to understanding the conditions under which 
harassment is more likely to occur and how the victims are affected (Willness, Steel & 
Lee, 2007).  The organizational climate plays a crucial role even after sexual harassment 
is experienced – not just as an antecedent but as part of the process invoked by the 
experience and its influences on the process of reaction to and coping with the harassment 
(Hulin, Fitzgerald & Drasgow, 1996). How permissive the organizational climate is, will 
determine the perceived risk for the potential victims, the possibility and the availability 
of sanctions for harassers and the reception of one’s complaints by the organization and 




Standpoints which help clarify the antecedents and outcomes of sexual harassment 
from an organizational viewpoint underscore one or more of three notable components, 
i.e. workplace culture, job gender context and differential worker power. The workplace 
culture can be understood as the extent to which the organizational climate endures sexual 
harassment and the presence, accessibility, adequacy and effectiveness of harassment 
remedies (McDonald, 2012). Chamberlain, Crowley, Tope & Hodson (2008) suggested 
that four aspects of the workplace culture that was of particularly important in the case of 
sexual harassment are co-workers solidarity, supervisor harmony, workplace anonymity 
and physicality of the work. The two most relevant aspects of workplace culture in an 
academic setting is co-workers solidarity and supervisor harmony. 
 
Co-worker cohesiveness is an important component of workplace social integration, 
in promoting a generally civil and respectful environment that is free from sexual 
harassment (Mueller, DeCoster & Ester, 2001). Chamberlain, Crowley, Tope & Hodson 
(2008) studies also showed that co-worker solidarity did offer some protection against 
sexual harassment. Co-workers support does influence the employee’s belief that other 
workers will support them in reporting the sexual harassment act. Employees’ who 
perceive that that their co-workers are supportive will less likely to fear negative reactions 
from them  and gain the much needed moral support to go ahead with the complaint 
(Vijayasiri, 2008).   
 
Past studies in Malaysia has shown that one of the reasons why victim’s do not report 
the sexual harassment act is that they believe they will be shunned and excluded by co-
workers,  slighted, ignored or ridiculed by others at work or considered a “troublemaker” 
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(Sabitha & Azmi, 2004; Sabitha, 2008). The results of this study have proven that co-
workers support is part of the organizational climate in creating a climate that does not 
tolerate sexual harassment, more than 80% of the respondents in this study believe that 
others will support them in reporting the sexual harassment act, thus the  high intention 
to report.  
 
Climate for tolerance also comprises of the leader’s behaviour regarding sexual 
harassment.  Offerman & Malamut (2002) discussed the impact of the role of leadership 
in sexual harassment reporting found that organizational leaders at a variety of levels can 
significantly affect whether employees will feel comfortable in reporting sexual 
harassment, if they, as leaders, are perceived as honestly making an effort to stop sexual 
harassment.  In the case of reporting sexual harassment, it was found that the leadership 
effect goes beyond the positive effects of establishing a beneficial climate. Even the most 
comprehensive sexual harassment policies and procedures are bound to fail if the leader 
does not enforce them quickly, consistently and aggressively (Roberts & Mann, 1996). 
 
De Coster, Estes & Mueller (1999) had also argued that supportive supervisors offer 
the much-needed protection by directly supporting the worker from abuse and giving the 
workers the confidence to report sexual harassment. Kang (2015) and Tseng & Kung 
(2015) studies also proved that a manager’s integrity and the upholding of anti-sexual 
harassment policy did increase the intention to report sexual harassment. The findings of 
this study had also supported the fact that supportive organization leaders, management 
and immediate superiors who make an honest and reasonable effort to stop sexual 
harassment at work had impelled them to report sexual harassment.   
 257 
Another point to consider is the development of sexual harassment policies which is 
an important first step in the elimination of sexual harassment in the workplace (Hertzog, 
Wright & Beat, 2008).   As written policies typically communicate a clear “no-tolerance” 
policy including recommendations for both the targets/victims and managers on 
appropriate procedures, one can expect the written policies to positively affect people’s 
perceived competence and thus the likelihood of taking action (Salin, 2009).  More than 
70% of the respondent’s in this study had a positive perception of the organizations 
seriousness in curbing sexual harassment, creating a trust in the organization hence, the 
likelihood of reporting sexual harassment. Literature on trust and legal compliance have 
shown evidence of trust in the grievance procedure might determine the type of coping 
method that employees uses (Vijayasiri, 2008). 
 
Conversely, if sexual harassment reporting policies are not well communicated or 
understood, it is less likely to encourage advocacy seeking. These studies have 
demonstrated that as individuals become informed about the policy and procedures, they 
are more likely to use it. On the other hand, if individuals are uncertain about the reporting 
process, they may be less likely to employ it as a coping option.  Furthermore, it was 
found that the factors most predictive of sexual harassment were poor knowledge about 
complaint procedures, unprofessional workplace and sexist attitudes (all related to 
organizational factor) (Pina, Gannon & Saunders, 2009). 
 
Various reason that have been cited as to why women in Malaysia do not report, range 
from lack of legislation, hostile working environment to personal attributes of the victim, 
of these, one of the key reason was that they are not aware of the existing policies and 
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procedures within the organization and even if there was one, they did not know how to 
utilize the reporting channels within the organization (Sabitha & Azmi, 2004; Selvarani 
& Tan, 2007; Sabitha, 2008; Gomez, 2009; Cruez, 2009). 
 
This was shown by a survey conducted in this study that 11.4% of respondents did not 
know where to make a sexual harassment report and 25.7% were not sure (Table 6.1). As 
for knowing how to file a sexual harassment report, 11.4% did not know how and 31.7% 
was not sure. Although, the figures are slightly low, 37.1% and 43.1% respectively, due 
to their administrative position, these respondents were expected to be well versed in the 
policies and procedures of the university, yet they were not aware of the universities 
sexual harassment policies.  
 
The importance of communicating the policies and procedures should not be 
underestimated, in Keenan (1990) and Knapp, Faley, Ekeberg & DuBois (1997) study, 
the lack of knowledge on current policy matters and formal written codes on how to 
report, hindered the potential whistle blower from making the report.  Feng & Levine 
(2005) study also had proven that the respondents (nurse) knew they were mandatory 
reporters but did not report as they knew very little about how to carry out their roles and 
their knowledge of the laws governing child abuse was insufficient. The victim must have 
sufficient knowledge of the policies and reporting procedure of sexual harassment and 
the accessibility to the officer in charge of taking the report before they can make a report. 
Thus far, only two public universities i.e. University of Malaya and University of Science 
Malaysia have publicly launched a sexual harassment policy and has setup an independent 
grievance centre within the university premises. 
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In the view of the above, if the government and MEF have put it that the reporting 
rates are low as such legal intervention is not needed, it is a mistaken perception.  The 
findings of this study show that the respondents who had have the intention to report but 
could not do so as they were not aware of the policies involved and the reporting 
procedure/channels.   
 
Table 6.1 Knowledge of sexual harassment complaint 
Sexual Harassment Complaint N= 381 
 Don’t know  Not sure Yes 
Would you know where to make a sexual 







Would know how to make a sexual 
harassment report in your university 









When it comes to unprofessional workplace, the finding of this study was consistent 
with previous research that co-workers (i.e. peers or person of equal organizational 
status), rather than superiors are the most common perpetrators of sexual harassment at 
work though the respondents were women in more senior position, they were still made 
vulnerable by the fact that they are women (McDonald, 2012; Pina, Gannon & Saunders, 
2009; Willness, Steel & Lee, 2007).  14.6% of the respondents had reported that they 
were sexually harassed out of which 43.6% were co-workers, followed by 30.9% by 
subordinate/general workers and 27.3% by management (Table 6.2). Though the figure 
is small, the fact that these women had experienced sexual harassment is good enough for 
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the management to be aware of an existence of an underlying hostile work environment, 
added on with the fact that 12.7% of the women were not sure if their experiences 
constituted sexual harassment.  
 
Additionally, studies done in Malaysia have found that younger women below the age 
of 40 years were twice more likely to experience sexual harassment compared to those 
over the age of 40 (Fonny & Zahari, 2012; Suhaila & Rampal, 2012; Mohd & Lee, 2005; 
Ishak, Hamidah, Hapriza, Aminah & Hamdan, 2004; Lekha, Hishamuddin, Maisarah & 
Low, 2003).  This was supported by the findings of this study as majority of the women 
(71%) who had been sexually harassed was below the age of 40.  
 
Table 6.2 Sexual harassment experiences 
Sexual Harassment Experience N=347 
 No Not sure Yes 
Ever been sexually harassed 276 (72.7%) 49 (12.7%) 56 (14.6%) 





Co-worker 24 (43.6%) 
Management 15 (27.3%) 
General worker/ inferior 17 (30.9%) 
 
 
Sexual harassment is also viewed as an inevitable consequence of cultural experiences 
(Whaley & Tucker, 1998) especially in a country like Malaysia where the patriarchal 
culture thrives. Researchers such as Handy (2006) and Timmerman and Bajema (1999) 
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who reviewed studies done in New Zealand and Europe, found that the organizational 
norms and cultures are more essential in anticipating the frequency of sexual harassment 
incidents than organizational sex ratios.  
 
Women from collectivist and patriarchal cultures are even less likely to engage in an 
assertive, vocal and public means of coping with harassment (Cortina & Wasti, 2005).  
With the passing of time gender role socialization has evolved and expanded over time, 
however this has not been accompanied by any measurable decrease in the phenomenon 
of sexual harassment (Pina, Gannon & Saunders, 2009). Articles in Malaysian newspaper, 
popular magazines, unpublished research work and published research work have 
indicated that female Malaysian employees are frequently subjected to sexual harassment 
behaviours by their male colleagues (Mohd, Lee & Chen, 2007; Sabitha, Norul & Roza, 
2013). 
 
In a research done by AWAM, most of the male respondents assume that sexual 
harassment is a “normal “ male behaviour and women have no choice but to accept it. 
Men were more likely than women to mistake friendliness for seduction and find the 
office is a little too exciting with women around (Sabitha, 2002; Kamal, Asnarulkhadi, 
Yin & Benjamin 2011). According to Gutek (1985), men suggest that sex is present in 
male-dominated workplaces whether or not women are actually present which can take 
the forms of posters, jokes, sexual metaphors for work, comments, and obscene language 
(Kamal, Asnarulkhadi, Yin & Benjamin, 2011). Additionally, Sakalli-Ugurlu, Salman & 
Turgut (2010) research found that men tend to place the responsibility on the victim of 
harassment i.e. resulting from the women own provocative behaviour.  As explained by 
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Malaysian Trades Union Congress’ women ‘s wing head Noorlaila Asiah, many cases are 
not taken up as the perpetrators are in senior positions and the companies are worried 
about their image (“Surprise visits can”, 2011, p.4). 
 
If the organization was to solely depend on the victim to report, it is highly unlikely to 
be successful (Bowes-Sperry & O’Leary-Kelly, 2005). Even with present amendment to 
the Employment Act 1955 (Amendment) Bill 2012 (Act 265) it did not provide the victim 
the much needed protection but an organization that demonstrates an intolerance to sexual 
harassment, will give the victim the much needed support to file a complaint.  
Furthermore, given that the findings show that men significantly are less likely to engage 
in sexual harassment if they perceive an organization to have serious policies and 
substantial sanctions against sexual harassment, it is critical to consider the role of sexual 
harassment climate in terms of encouraging reporting (Hunter Williams, Fitzgerald & 
Drasgow, 1999; Fitzgerald, Gelfand & Drasgow, 1995; Welsh, 1999; Adams-Roy & 
Barling, 1998; Pryor, Giedd & Williams, 1995).  
 
This study also confirms with other studies related to sexual harassment using TPB 
that have found subjective norms to be a significant predictor. Natan, Hanukayev & Fares 
(2011) and Feng & Levine (2005) study have shown that that subjective norms had a 
positive effect on intention because the individuals felt that others around them were 
supportive of their duty to report and they did not perceive any environmental barriers. 
Subjective norm was also positively significant for both internal and external 
whistleblowing indicating that it is an important predictor (Park & Blenkinsopp, 2009).  
Li, Frieze & Tang (2010) study found that subjective norm for girls were more strongly 
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correlated than for boys in protecting themselves against peer sexual harassment and 
abuse. 
 
Near & Miceli’s (1995) model of effective whistle blowing is based in part upon 
variables found in the power theories. The model proposed that the extent to which 
individuals will be successful in the whistle blowing process depends greatly on the type 
and amount of power she possesses in the organization (Knapp, Faley, Ekeberg & Dubois, 
1997). This is proven true as the administrators who hold higher managerial positions 
have more authority, more power, are less pressured and are more likely to blow the 
whistle (Perry, Kulik & Schmidtke, 1997; Vijayasiri, 2008). Although it can be argued 
that individuals with greater occupational status have more to lose by reporting incidents 
of sexual harassment, they are also more likely to be in a position to bring about change 
and avoid retaliation (Miceli & Near, 1992, 2005; Keenan, 1990). 
 
6.4 Perception for sexual harassment 
Ajzen and Fishbein (1980) and Ajzen (1991) noted that for some behaviour, the 
importance is given to different constructs with one construct being less important than 
the other. In the case perception of sexual harassment, though the majority of respondents 
did recognize the list of behaviours as sexual harassment (mean = 4.44), had an 
unfavourable attitude towards sexual harassment but it did not predict intention to report 
sexual harassment.  Nevertheless, there was weak a positive correlation between 
perception of sexual harassment and intention to report sexual harassment, which was 
statistically significant at 0.001 level[r=0.176, p < 0.001, n=381] (Table 5.3). 
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This suggests that while the individuals may hold an unfavourable attitude towards 
sexual harassment; it does not necessarily mean that they will engage in reporting the 
behaviour (Tonglet, Phillips & Read, 2004). Li, Frieze & So-kum (2010) study on 
understanding adolescent peer sexual harassment and abuse found that attitude was not a 
significant predictor of youth’s intention to report peer sexual harassment and abuse for 
boys but for girls the attitude was significant but its effect was small. 
 
Perception of sexual harassment is also influenced by the age of the victim, though 
there are mixed reviews on the influence of age, generally most studies have found that 
age has the power to shape the individuals perception of sexualized interaction at work 
(Blackstone, Houle & Uggen, 2009; Oshe & Stockdale, 2008; McCabe & Hardman, 
2005). Younger women tend to be more tolerant/ accepting of sexual harassment and have 
the least sexist attitude (McCabe & Hardman, 2005; Oshe & Stockdale, 2008), majority 
of the respondents (71%) in this study was within the range of 30 to 39 years (51%) and 
20-29 years (20%).  Additionally, younger women may lack relevant workplace 
experience to recognise sexualized interaction as harassing in nature and  may not be able 
to see the power that older workers have over them (Blackstone, Houle & Uggen, 2014).  
Conversely, at the managerial level, one has more work experience and maturity in 
handling sensitive issues (Ohse & Stockdale, 2008), which may have altered the 
perception of sexual harassment of the administrators. Especially, when the co-worker is 
the harasser, the perception of the harassing behaviour is not perceived as sexual. A likely 
explanation is that the close proximity with co-workers in the workplace and the daily 
activities proliferates familiarity with each other and their antics, prompting attributions 
that co-workers are engaging in normal workplace activity (Thacker, 1996). 
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Organizational climate may also help explain employees’ perception towards sexual 
harassment (McCabe & Hardman, 2005).  The individual does internalise the behaviour 
as sexual harassment but does not see it as an unwanted sexual advance but rather as part 
of the daily routine which is inevitable. As explained by a study done at the University of 
Delhi, women respondents felt that harassment constituted male behaviour that could be 
overlooked and ignored; it only amounted to sexual harassment when it crossed the 
threshold of their tolerance (Kamal, Asnarulkhadi, Yin & Benjamin, 2011).  
 
Bursik & Gefter (2011) study found that in an academic setting sexual harassment had 
become a common part of the cultural landscape; as a result, woman may identify the 
behaviour as sexual harassment but not as wrong or inappropriate. Similarly, Donny 
(2002) study on the support staff of a public university in Malaysia found that majority 
of the support staff recognized most behaviour as sexual harassment but did not find the 
threat of sexual harassment as serious. Natan, Hanukayev & Fares (2011) study too found  
when violent event occurs so frequently in the workplace that the experience becomes 
routine and victims respond less emotionally to the incidents to which they have become 
accustomed. 
 
This was also supported by Ilies, Hauserman, Schwochau & Stibal (2003) study that 
though women employed in the academia actually reported a higher average incidence of 
sexual harassment than women employed in the private and government sector but, when 
they were asked whether they have been sexually harassed, they reported fewer incidents 
of sexual harassment (in accordance to their own definition). 
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This can be explained via theories of legal consciousness on how perceptions of sexual 
harassment are formed and how such perceptions are translated into responses i.e. “the  
process in which  people experience events in their lives, make sense of those events thus 
shaping its meaning, boundaries and responses” (Blackstone, Uggen &Mc Laughlin, 
2009, p 632). According to theories of legal consciousness, the individuals’ awareness 
and understanding of sexual harassment are identified via cultural and social 
psychological factors (Blackstone, Uggen &Mc Laughlin, 2009).   
 
Once the employee comprehends what is happening to them as ‘discrimination’ and 
filing a formal complaint or grievances is a challenging procedure of what has been called 
‘naming, blaming, claiming’ by the legal consciousness process (Felstiner, Abel & Sarat, 
1980, 1981 as citied in McDonald, 2012).  That is, to get to a point where an individual 
files a complaint, they need to ‘see’ the action or experience as unfavourable or harmful 
(naming); consider someone else or an entity in charge as responsible for the perceived 
injury (blaming); and voice their complaint and seek a solution (claiming). 
 
Cairns (1997) offers an illustrative account of the mechanisms through which women‘s 
silence is perpetuated based on feminist psychological theories of women’s development. 
She contends that first; women are psychologically disempowered as a consequence of 
patriarchal socialization as “other” to a male norm.  Second, women have adapted to the 
male-defined standards of femininity and have therefore developed a limited sense of 
personal agency, rather, than a psychological of entitlement that exists in men.  
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As a results of these two processes, and consistent with the notion of ‘naming’ the 
action (Felstiner, Abel & Sarat, 1980, 1981 as citied in Mc Donald, 2012), Cairns (1997) 
study, found an astounding high frequency and intensity of confusion, self-blame, guilt 
and shame being expressed by female victims of harassment. They tend to be delusional 
about their experience being not “real” or blame themselves for the mistake. Third, silence 
is utilized as a type of resistance, a way of declining to take an interest and refusing to 
participate. This suggests that while the respondents had strong and unfavourable views 
about specific aspects of sexual harassment, they seem to be less concerned about the 
‘bigger’ picture (Tonglet, Phillips & Read, 2004). 
 
One reason for this is the inherent difficulty in defining sexual harassment in 
behavioural terms which would mean that boundaries would need to be set which would 
distinguish it from other expressions of sexual interest (Gutek, 1985) or sexualized 
behaviour at work.  For example, sexual relationship at work is not always mutually 
fulfilling, but they are, also not always sexually harassing and harmful (Williams, Giuffre 
& Dellinger, 1999), for example  flirting, joking and even sexual banter at work would 
be enjoyable as it might help to make the workplace less austere (Gutek, 1985; Williams, 
Giuffre & Dellinger, 1999). 
 
The extent to which sexual behaviour at work is identified as sexual harassment is 
influenced by factors including political events, the presence and implementation of 
organizational policies on sexual harassment, the provision for grievance processes and 
the level of support by the government for anti-discrimination legislation and cultural 
mores (Kamal Kamal, Asnarulkhadi, Yin & Benjamin, 2011; McDonald, 2012). 
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The fact that there are very limited laws against sexual harassment in Malaysia, in 
addition to, the fact that there is a sexual silence (Pryor, Giedd & Williams, 1997; Shupe, 
Cortina, Ramos, Fitzgerald & Salisbury, 2002) makes it difficult to discuss sexual issues 
in public, these women may be unaware of appropriate penalties involved in protecting 
themselves and punishing the preparator (Sigal, Gibbs, Goodrich, Rashid, Anjum, Hsu & 
Pan, 2005). According to the EEOC guidelines, the key to understanding sexual 
harassment is identifying   whether the victims find the behaviour as uninvited and 
disturbing (Fitzgerald, 1993 as citied in Kamal, Asnarulkhadi, Yin & Benjamin, 2011).   
 
Cultural values and practices have been found to moderate relationships between the 
TPB constructs (Hagger, Chatzisarantis, Barkaoukis, …& Karsai, 2007). As explained by 
Byrne & Aries (2004) concerns faced by women from different racial, ethnic or cultural 
backgrounds may differ. One of the main dimensions on which cultures vary is 
individualism and collectivism (Hofstede & Hofstede, 2001; Oyserman & Lee, 2008; 
Triandis, 1995). 
 
Asia countries (including Malaysia)  are considered more collectivistic, and people 
tend to perceive themselves using a socio centric perspective, which is socially sensitive, 
more interdependent, and less differentiated, that is, pursuing group rather than personal 
goals ( Oyserman & Lee, 2008). Collectivism stresses the importance of belonging and 
places the groups ‘needs above the individuals’ needs (Sigal, Gibbs, Goodrich, Rashid, 
Anjum, Hsu & Pan, 2005).  People from collectivist countries are also generally seen as 
more mature when they put aside their personal feelings, attitudes and beliefs and act in 
socially appropriate manner, whereas people from individualist countries generally seen 
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as more mature when they act in a manner consistent with their personal feelings, attitudes 
and beliefs (Triandis, 1995). 
 
 According to Riger (1992) specifically, many women hold values that emphasize 
responsibility to others and restoration of harmony, and these values conflict with dispute 
resolution procedures designed to determine the guilt or innocence of the alleged 
offender. Coming from collectivist countries, cross-cultural research suggests that 
collectivist societies like those from Eastern Europe (e.g., Hungary) tend to apportion 
greater weight to social considerations (e.g., subjective norms) when making decisions to 
act (Hagger, Chatzisarantis, Barkaoukis, …& Karsai, 2007)  
 
This is congruent with research in ethnicity using the TPB in non- English speaking, 
collectivistic countries (Blanchard, Rhodes, Nehl, Fisher, Sparling & Courneya, 2003; 
Walker, Courneya & Deng, 2006; Quintal, Lee & Soutar, 2010) found the effects of 
subjective norms was greater on intention; the authors concluded that the TPB had overall 
generalizability but exhibited variations in the pattern of predictions owing to ethnicity. 
 
Therefore, the possibility of the respondents not being familiar with possible policies 
and regulations, added on with the fact that the Malaysian society is patriarchal and 
probably protective towards men (Sigal, Gibbs, Goodrich, Rashid, Anjum, Hsu & Pan, 
2005), researchers have theorized that cultural norms and values heavily influence social 
support availability, appraisal, reliance, efficacy and transactions (Cortina, 2004). As 
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explained by Dougherty & Smythe, (2004) that within a cultural context, organizational 
members may construct sexual behaviours as functional and therefore acceptable. 
 
6.5 Conclusion 
In conclusion, the present research has addressed the lack of a general theory in 
measuring intention to report sexual harassment and have extended the application of 
TPB as an effective theoretical framework for predicting intention to report sexual 
harassment.  
 
This research has proven that individuals who judge the behaviour as sexual 
harassment and perceive other’s support are more likely to have the intention to report 
(Ajzen, 1991). However, an individual will not have the intention to perform the 
behaviour if they perceive that they are not in control of the situation and the likely 
outcome (Ajzen, 1991), conversely, if the individual feels that they are able to control the 
situation and cope effectively, the individual will then have the intention to perform the 
behaviour.   
 
However, this study had studied three factors only i.e. perception, self-efficacy and 
organization climate  but the factors that influence intention to report rely on a web of 
interconnected factors that makes a person decide if he/she is going to  report or not (Sigal, 
Gibbs, Goodrich, Rashid, Anjum, Hsu & Pan, 2005).  
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Another contributing factor to reporting of sexual harassment was knowledge and the 
know how’s when it comes to reporting sexual harassment. The intention to report is high 
but their insufficient knowledge of how to file a report could make it difficult or dampen 
their spirits in the process of achieving the actual behaviour. An added factor is the 
victim’s lack of self-confidence which is a significant obstacle to reporting. 
 
From the results of this study it can be concluded that harassment intervention should 
start at the organizational level, since this is where the predominantly the risk of sexual 
harassment occurs (Pina, Gannon & Saunders, 2009). Policies and procedures that lead 
to a reduction of sexual harassment rely on extended models which incorporate measures 
on interpersonal relations and the organizational sturucture (Hertzog, Wright & Beat, 
2008). Organizational factors are fundamental in creating an organizational climate that 
discourages sexual harassment (Willness, Lee & Steel 2007), however, there is a lack of  
knowledge of the specific combinations of  policies, training programme and grievance 
procedures that lead to a decrease in occurrences (McDonald, 2012).  Additionally, a 
more tolerant interpretation of sexual harassment can hamper/hinder the development of 
organizational strategies to prevent sexual harassment to be less effective.  
 
Once identified, these factors can be used as guidelines which can later be developed 
or reinforced in an organization through the formulation or appropriate intervention 
mechanism that could change the perspective of sexual harassment amongst the 
employees.  Additionally, the media can play an important role in influencing the general 
public on the issue of sexual harassment, by not portraying the issue of sexual harassment 
as an individual problem or as a psychological imbalance, rather a real threat to the victim 
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with detrimental effects (McDonald, 2012; Galdi, Maass & Cadinu, 2013) and as social 
problem that needs to be addressed with utmost determination. 
 
There is a need for studies to be conducted on how sexual harassment is manifested 
and understood across meaningfully by different cultural groups  (Wasti, Bergman, 
Glomb & Drasgow, 2000).  Though women across culture have demonstrated adverse 
effects of sexual harassment, it appears that the specific structure, interpretation and 
measurement of sexual harassment may differ depending on the cultural context 













CHAPTER 7: CONCLUSION AND FUTURE RESEARCH 
 
7.1 Summary of research  
The findings of this study addressed the personal and organizational factors that need 
to be recognized in order to aid women in reporting sexual harassment. The outcome of 
the study has conclusively shown that the level of self-efficacy of women is an important 
individual factor that influences the intention to report sexual harassment. However, the 
individual does not act inside a vacuum; the organizational climate also plays an essential 
role in the women decision to report sexual harassment. 
 
The variables in the theory of planned behaviour are good predictors of behaviours in 
the context where the initiation of the behaviour is certain (Ajzen, 1991, 2001). While 
meta-analytic reviews show that the behavioural intention construct from the theory of 
planned behaviour has good predictive validity, it is also known that many people who 
intend to perform a behaviour may or may not be successful in their effort to act upon 
their positive intention (Sheeran & Orbell, 1999). In the case, of the act of reporting sexual 
harassment, the findings of this study shows that once an intention is formed concerning 
how and where to initiate the reporting behaviour, the actual behaviour is for certain.  
Additionally, the behaviour might be substantially improved if serious consideration is 





7.2 Theoretical Implications 
From a theoretical perspective, the study contributes to the existing literature in a 
number of ways. In Asian countries where actual reporting rates are hard to measure, the 
next best measure will be intention to report.  This study has pioneered the research on 
intention to report sexual harassment using the theory of planned behaviour. Secondly, 
the study had proved that the theory of planned behaviour is an effective theoretical 
framework in predicting intention to report sexual harassment from the target/victim’s 
perspective, further extending the application of the theory of planned behaviour to 
include the construct, intention to report sexual harassment.  
 
Thirdly, this study provides a psychometrically sound and operationally valid measure 
of intention to report sexual harassment. The original questionnaire was developed in an 
academic setting in the United States to measure actual reporting of sexual harassment. 
Due to the difficulty of measuring actual reporting of sexual harassment in Malaysia, a 
valid instrument to measure intention to report sexual harassment was developed locally 
to ensure cultural adaptability.  Using Brooks & Perot (1991) questionnaire as a base 
together with the findings of past studies in Malaysia on women’s response to sexual 
harassment, a six item questionnaire was developed in both Bahasa Malaysia and English 
to measure intention to report sexual harassment within the local context of an academic 
environment.  Based on the result of both the exploratory factor analysis and PLS-SEM 
analysis, the questionnaire demonstrated reliability, unidimensionality, validity and 
stability across the Malaysia sample.  Nevertheless, when using the questionnaire, 
changes need to be made to the terms used based on the hierarchal structure of the 
organization in question. 
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Fourthly, the study had proved that self –efficacy plays a crucial role in reporting of 
sexual harassment, self-efficacy is an antecedent factor that conveys the much-needed 
confidence in reporting sexual harassment.  Thus, contributing to Knapp, Faley, Ekeberg 
& Dubois (1997) comprehensive model of victim reporting to include the variable self-
efficacy.  
 
Fifthly, this study tested the extent to which the self-efficacy questionnaire exhibited 
adequate levels of cross cultural validation and can be used to measure the level of self-
efficacy of women in relation to sexual harassment. The original questionnaire used was 
developed in the United States and was used to measure sexual assault. Modification was 
made to the questionnaire to ensure cultural applicability within the Malaysian context, 
added on, the questionnaire was also translated into Bahasa Malaysia. The result of both 
the exploratory factor analysis and PLS-SEM analysis provided the needed evidence for 
both the English and Bahasa Malaysia version of the questionnaire can be used as a 
reliable and valid instrument for measuring self-efficacy in relation to sexual harassment.  
 
Sixthly, the study contributes to the existing sexual harassment literature on the factors 
that affect intention to report sexual harassment, which is an interplay of both 
organizational climate and self-efficacy based on the theory of planned behaviour. This 
is in accordance with whistle blowing theory and stress appraisal theory that both the 
characteristics of the individual and situational factors have a significant effect on the 
formation of an intention to report. 
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Last but not least, this study tested the extent to which the climate for sexual 
harassment questionnaire can be used in the local context in both Bahasa Malaysia and 
English and if it exhibited adequate levels of cross cultural validation. The original 
questionnaire was designed for a military setting in the United States, therefore 
amendments were made to the terms to bring it more line with the terms used within an 
academic environment. The result of both the exploratory factor analysis and PLS-SEM 
analysis provided good support for the validity and reliability of the instrument. The 
instrument can now be used to measure climate for sexual harassment in a large scale 
survey within the Malaysia context.  
 
7.3 Managerial Implications 
From a managerial perspective, the results of the study show that the organization 
needs to convince top management to seriously consider the misconduct of sexual 
harassment and exert pressure on its employees not to engage in sexual harassment 
(Miceli, Near & Dworkin, 2009). This can be done in the following ways:  
 
Firstly, by taking steps in changing the culture of the organization. Managers should 
create a culture that encourages good performance that is ethical (Miceli, Near & 
Dworkin, 2009). A culture that perceives and responses according to ethical values and 
standard perpetuates a strong sense of moral behaviour among its employees.  Being in a 
collectivist culture, it’s easier for management to enforce such values as these values are 
embedded in a collectivist culture as part of its norms and mores.  
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Secondly, according to Ajzen and Fishbein (1980), the subjective norm may be 
inferred from the respondent’s perceived attitude towards reporting the harassment. Since 
the respondents have an unfavourable perception towards sexual harassment, subjective 
norms then are formed by those who are around them i.e. co-workers, supervisors and 
leaders.  As such, the importance or the role of the co-workers, supervisors and leaders 
cannot be taken too lightly. A conducive environment can be created by these people by 
enforcing the policies and leading by example.  
 
The findings of this research have presented without a doubt that the role of 
organizational leaders at different levels can significantly make the employee feel 
protected when filing a sexual harassment report.  Organizational leaders can demonstrate 
publically their commitment to put a stop to sexual harassment by consistently 
communicating intolerance for sexual harassment and the consequences of 
noncompliance (Offermann & Malamut, 2002) thus, creating a culture of that is ethical.  
When such as encouragement is not directly stated or felt, the victim would have second 
thoughts about taking the risk of reporting sexual harassment (Keenan, 1990). Individuals 
may need to perceive that a complaint will be taken seriously before corresponding 
actions from the organization can be acknowledged (Estrada, Olson, Harbke & Berggren, 
2011). 
 
Thirdly, organizations need to focus a portion of their training programs for new 
employees on sexual harassment issues to help clarify differences in perception and 
forestall problems of sexual harassment. Peirce, Rosen & Hiller (1997), Antecol & Cobb-
Clark (2003) and Miceli, Near & Dworkin (2009) found that training programs regarding 
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sexual harassment appear to help increase the recognition of sexual harassment, 
particularly for men in the area of harassment of co-workers.  Training should not only 
be provided for employees but also for the managers (Heard & Miller, 2006). Managers 
need to understand how to handle concerns regarding sexual harassment, especially in a 
positive manner due to the nature of the wrongdoing itself.  Having a lady officer in 
charge of handling complaints on sexual harassment will help the victim (women) to be 
able to speak more openly on the matter.  
 
Fourthly, policies and procedures on sexual harassment should be made easily 
available on the organization’s intranet system and also in the employee’s handbook 
(Miceli, Near & Dworkin, 2009). The study had raised concern regarding the 
administrators who are the “keepers of policies” of having insufficient knowledge on the 
policies and procedure of reporting sexual harassment. The management should 
constantly communicate and reinforce the policies and procedures by having public 
forums or seminars. This will help in facilitate reporting of sexual harassment in a simple 
and easy manner. Researchers have suggested that educating employees about reporting 
procedures may increase the frequency of reporting (Brooks & Perot, 1991; Peirce, Rosen 
& Hiller, 1997).  According to Heard & Miller (2006), this will further convince the 
employees on the seriousness of the organization in listening to their grievances or 
concerns. Though it would seem minor, the organization should also not allow too much 
time to lapse before coming with a decision (Roberts & Mann, 1996). A proactive and 
supportive complaint management system can make a difference in the everyday lives of 
many women who would never invoke their rights in a public or legal forum (Hulin, 
Fitzgerald & Drasgow, 1996; Parker, 1999 as citied in McDonald, 2012).   
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Fifthly, as suggested by Bandura (1998) the management effort should be directed at 
increasing the women’s level self-efficacy in handling a sexual harassment act. This can 
be done through their mastery experiences, for example in the training sessions role plays 
or practice can be done on how to handle a sexual harassment act starting from rejecting 
the behaviour to filing a complaint. Modelling influences by showing how serious the 
management is in curbing sexual harassment, helps in creating a positive mood associate 
with making a report to help reduce the stress reaction.  Bandura (1977) believes that in 
the course of treatments employing modelling with guided performance, participants 
acquire a generalizable skill in dealing successfully with stressful situations, a skill that 
can be used to overcome a variety of fears and inhibitions in their everyday life.   
 
Lastly, as discusses by the literature, implementation of the policies itself is not 
sufficient, this needs to translate into practice. To ensure that these practices are followed 
through monitoring needs to be done on the part of the organization for the managers and 
managers to employees. This is to ensure the practicality of policy and procedures and to 
make the necessary changes if necessary. Literature reviews on organizational climate 
have clearly stated that organizational climate provides a more promising factor in 
reducing sexual harassment in comparison to changing the personal characteristics of the 
perpetrator or the dependency on legislations (Hunter Williams, Fitzgerald & Drasgow, 
1999) 
 
7.4 Policy Implementation   
Literature review on laws relevant to sexual harassment vary substantially across 
Asian itself, countries like Sri Lanka, India and Singapore have adopted legislation on 
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sexual harassment thus heightening the transparency and deterrence of sexual harassment.  
However, due to the fact that each country has a different definition or perspective on 
sexual harassment, this by itself is shows that in a collectivist country it’s an uphill battle 
when it comes to defining and constituting sexual harassment.  Most collectivist Asian 
countries have a common law or legal system that is strongly influenced by tradition.  
 
Thus, in Malaysia, though MOHR as taken the first step by introducing the amended 
labour law to include sexual harassment, the next step would be to legislate sexual 
harassment as per the recommendation of women activist groups. The draft Sexual 
Harassment Act by the women activist group is an example. If not through legislation, 
then MOHR can ensure a sexual harassment free environment by penalizing 
organizations that do not implement procedures on sexual harassment as per the Code of 
Practice.  
 
As recommended by Tengku & Maimunah (2000) instead of using the labor law, 
sexual harassment can be classified under OSHA as its rules and fines are more stringent.  
MOHR could also use a more positive reinforcement method, whereby, incentives can be 
given to organizations that implement policies and procedures on sexual harassment as 
per the Code of Practice. This will encourage the organization to put in practice its policy 
and procedures, thus creating a “no tolerance” culture of sexual harassment. The 
individual public university when addressing the issues of sexual harassment must use a 
holistic approach, which not only requires a policy on sexual harassment but the effort 
and support of both the academic and non-academic staff in terms of enforcement, 
effective respond and ensuring that the perpetrator is punished (Joseph, 2015).  
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7.5 Limitation and suggestion for future research 
The study relies on self-reported experiences of harassment, which may have possibly 
introduced responses bias. Although this method is more convenient and practical for 
surveying, certain factors detract from the ability of the study to make inferences about 
the female population as a whole (Marsh, Patel, Gelaye, Goshu, Worku, William, & 
Berhana, 2009). Firstly, social desirability bias may have lead the respondents to 
overestimates their perception and self-efficacy level in order to make their experiences 
and lifestyle appear more socially acceptable. Secondly, the design of the survey may 
have cued the individual responses (Barling, Rogers & Kelloway, 2001). 
 
Any conclusions about the intention to report of the respondents from an academic 
context will be limited to the dominant tradition culture of the respondents (Sigal, Gibbs, 
Goodrich, Rashid, Anjum, Hsu, & Pan 2005). The sampled respondents were 
predominantly of the Malay race (97%), therefore the results may or may not be 
generalize to women of other cultures. Future research should try an obtain a more 
representative sample between the three dominant races in Malaysia (i.e. Malay, Chinese 
and Indian) to see if sexual harassment transcends the culture boundaries. However, the 
current findings can help researchers in understanding, what are the factors that influences 
intention to report among women, especially the roles of attitudes, subjective norms and 
perceived behavioural norms.  
 
There also appear to be significant differences between the sexual harassment of 
women and the sexual harassment of men, which makes it necessary to study them 
separately (Russell & Oswald, 2015). It is likely from a feminist perspective that the 
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meaning of sexual harassment by women of men is different than that by men of women 
(Russell & Oswald, 2015). Thus, because of these differences in context, effects and 
attitudes, sexual harassment of women are only discussed here. Future research can 
include the study of sexual harassment of men and a comparison can be done to 
understand the needed steps taken to stop the harassment and choice of coping process.  
 
As the study was limited to public sector samples, the generalizability of the study, 
may or may not generalize to the private sector. In Malaysia, there are generally two broad 
categories of university, the public university and private university. Public universities 
receive funding from the government whereas private universities receive revenues from 
customers and funding from shareholders. Because of the discrepancies in funding, 
policies, structure and historical development of these universities, the climate of the 
organization differs between the public and private universities. To date, no research has 
been done to compare the reporting behaviour of women in private universities and 
comparative study can be done to see if there is a difference.  
 
Multiple socio-demographic characteristics such as gender, age, race, educational 
attainment, position within the workplace, marital status and sexual orientation are known 
to affect reporting of sexual harassment (Marsh, Patel, Gelaye, Goshu, Worku, William, 
& Berhana, 2009; Russell & Oswald, 2015).  Future research could explore these socio-
demographic factors as moderating or mediating variable to intention to report. These 
social identities factor effect the interpersonal interactions that occur at work, thus each 
woman perceives harassment and abuse differently within their own unique social and 
structural context (Marsh, Patel, Gelaye, Goshu, Worku, William & Berhana, 2009). This 
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was supported by Harned et al (2002) study that victims with low sociocultural power 
represented by younger age, lower education, minority racial group and unmarried status 
were directly associated with sexual harassment. 
 
Future studies should also explore whether the three determinants of TPB varies as a 
function of the social identity factors of the individual in explaining reporting intention 
(Park &Blenkinsopp, 2009).  
 
The study did not include measures of actual behaviour due to the non-disclosures by the 
public universities on the reported cases. Although the study shows that behavioural 
intentions directly predict behaviours, future research can measure the direct behaviour 
to confirm the similarity to actual reporting behaviours performed by women (Li, Frieze 
& Tang, 2010). The respondents in the present study was a mix of respondents who had 
and had not experienced sexual harassment, as such, the possibility of studying, the actual 
behaviour is there.    
 
Research could also explore another possibility, the apparently competing 
explanations of why sexual harassment continues to be under reported; which is either 
the women are fearful of retribution, the moderating factor of culture or the lack of 
legislation to protect them or the conditions under which of these explanations hold 
(McDonald, 2012). It is also important to further explore factors associated with the 
development of self-efficacy beliefs of women (Bandura, 1997).  
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The fact that sexual harassment is continued to be plagued by the use of different, 
definitions, methodologies and measuring instruments, renders any comparison across 
studies difficult, thus the generalizability of the results of the study on sexual harassment 
is constrained (Barling, Rogers & Kelloway, 2001).  Future research should investigate 
the extent to which the conclusion is valid by replicating the study to understand the 
impact of sexual harassment multi culturally or cross culturally. 
 
The instrument used has proven cross cultural generalizability; to further validate the 
instruments used its best that future researchers use the instrument among different 
occupation and setting, with a larger sample, in particular, extending across Asia 
countries, thus, developing a more psychometrically sound behavioural measures.  
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Definition of Sexual Harassment as per the Malaysian Code of Practice  
 
The Malaysian Code of Practice on Sexual Harassment in the workplace has defined 
sexual harassment as: 
 
Any unwanted conduct of a sexual nature having the effect of verbal, non-verbal, visual, 
psychological or physical harassment: 
  
(i) that might, on reasonable grounds, be perceived by the recipient as placing a condition 
of a sexual nature on her/his employment.  
Or 
  
(ii) that might, on reasonable grounds, be perceived by the recipient as an offence 
humiliation, or a threat to her/his well-being, but has no direct link to her/his employment.  
 
Based on the definition in article above, sexual harassment may be divided into 
categories, namely sexual coercion and sexual annoyance. 
  
(i) Sexual coercion is sexual harassment that result in some direct consequence to the 
victim's employment. An example of sexual harassment of this coercive kind is where a 
superior, who has the power over salary and promotion, attempts to coerce a subordinate 
to grant sexual favours. If the subordinate accedes to the superior's sexual solicitation, job 
benefits will follow. Conversely, if the subordinate refuses, job benefits are denied.  
 
(ii) Sexual annoyance, the second type of sexual harassment, is sexually-related conduct 
that is offensive, hostile or intimidating to the recipient, but nonetheless has no direct link 
to any job benefit. However, the annoying conduct creates a bothersome working 
environment  
which the recipient has to tolerate in order to continue working. A sexual harassment by 
an employee against a co-employee falls into this category. Similarly, harassment by a 
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company's client against an employee also falls into this category. This is actually much 
more difficult to define due to its subjective nature (Sabitha, 2005). 
 
Within the context of this Code, sexual harassment in the workplace includes any 
employment-related sexual harassment occurring outside the workplace as a result of 
employment responsibilities or employment relationships. A situation under which such 
employment-related sexual harassment may take place includes, but is not limited to:  
(i) at work-related social functions; 
(ii) in the course of work assignment outside the workplace; 
(iii) at work-related conferences or training sessions; 
(iv) during work-related travel; 
(v) over the phone; and 
(vi) through electronic media.  
 
 
In Paragarph 8 of The Code of Practice oulines five possible forms of sexual harassment 
and provides examples of such a behaviour. These are: 
 
 Verbal harassment e.g. offensive or suggestive remarks, comments, jokes, 
jesting, kidding, sounds, questionning.  
 Non-verbal/gestural harassment  e.g. leering or ogling with suggestive 
overtones, licking lips or eating food provocatively, hand signals or sign 
language denoting sexual activity, persistent flirting. 
 Visual harassment e.g. showing pornographic materials, drawing sex-based 
sketches or writing sex-based letters, sexual exposure. 
 Psychological harassment e.g. repeated, relentless and unwanted social 
invitations, persistent proposals for date or physical intimacy   
 Physical harassment e.g. inappropriate touching, aptting, pinching, stroking, 
brushing up against the body, hugging, kissing, fondling, sexual assult. 
 
The Code of Practice also provided a set of minimum guidelines for a comprehensive in-
house mechanism for companies to adopt in their place of work. These are:  
 
 A policy statement prohibiting sexual harassment in the organisation;  
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 A clear definition of sexual harassment;  
 A complaint/grievance procedure - in this case a separate complaint procedure 
with time frames should be developed as the normal procedure is often unsuitable 
for sexual harassment complaints;  
 Disciplinary rules and penalties against the harasser and against those who make 
false accusations;  
 Protective and remedial measures for the victim - these measures should ensure 
maximum confidentiality to the victim so as to minimise embarrassment; and  
 Promotional and educational programmes to explain the company's policy on 
sexual harassment and to raise awareness of sexual harassment and its adverse 
consequences among the company's employees, supervisors and managers. 
Special training programmes should be provided for supervisory and management 
staff, especially those who are assigned to function as investigators and 
counselors.  
 In addition, the Code also points out that joint and consultative employer/trade 
union action in combating sexual harassment should take place in order to 
effectively prevent, handle and eradicate sexual harassment. Trade unions are also 
urged to conduct their own education and awareness programmes among their 
members.  
 
(Source: Human Resources Ministry. Code of Practice on the Prevention and Eradication 
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5. Justeru, kerjasama pihak tuan adalah amat diharapkan agar dapat mengemukakan 
maklumat-maklumat tersebut melalui e-mail: ponmalar.a@um.edu.my atau faksimili:  
03-79675427, pada atau sebelum 11hb Februari 2014. Sebarang maklumat lanjut 





6. Kerjasama dan perhatian pihak tuan berkaitan perkara di atas amat dihargai.  
 





Ponmalar N Alagappar (EHA 100022) 
Pelajar PhD, 
Fakulti Ekonomi dan Pentadbiran 
Universiti Malaya,  





s.k.: Unit Pascasiswazah, Fakulti Ekonomi dan Pentadbiran,  
          University of Malaya, 
          50603 Kuala Lumpur 









 22hb Julai 2014 
 
Encik Mohamad Akhir Haji Yusof, 
Pendaftar, 
Jabatab Pendaftar,  
Universiti Utara Malaysia 
06010 Universiti Utara Malaysia, 




Prof Madya Datin Dr. Hjh. Sabitha Marican 
Jabatan Pengajian Pentadbiran & Politik, 
Fakulti Ekonomi dan Pentadbiran, Universiti Malaya 
 
Tuan, 
PERMOHONAN UNTUK MENDAPATKAN MAKLUMAT E-MAIL 
PENTADBIR WANITA UNTUK TUJUAN MENGHANTAR BORONG 
PENYELIDIKAN 
 
Dengan hormatnya surat saya bertarikh 27 Disember 2013 dan balasan e-mail dari Puan 
Nurul Syazana Binti Zulkifli bertarikh 29hb Januari  2014 adalah dirujuk. 
 
2. Saya, Ponmalar N Alagappar, seorang pensyarah di Seksyen Kokurikulum, Elektif 
Luar Fakulti & TITAS (SKET) dan juga pelajar PhD di Fakulti Ekonomi dan Pentadbiran, 
Universiti Malaya, Kuala Lumpur  sedang menjalankan kajian berkenaan aspek sumber 
manusia di semua IPTA. 
3. Maklumat ringkas mengenai tajuk dan objektif penyelidikan yang akan dijalankan 
adalah seperti berikut: 
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Tajuk:  Pengaruh faktor individu dan organisasi terhadap niat 
untuk melaporkan kejadian gangguan seksual 
Objektif:   Memberi cadangan kepada organisasi berdasarkan 
keputusan hasil kajian bagi tujuan membangunkan 
program kesedaran tentang gangguan seksual dan cara 
menfailkan rayuan atau aduan yang khusus untuk 
golongan pentadbir 
 
4. Soal selidik untuk tujuan kajian PhD saya telah siap dimuat naik menggunakan 
google forms secara online. Sehubungan itu, bagi memulakan kerja lapangan tersebut, 
saya dengan ini memohon kebenaran dan pertimbangan pihak tuan bagi mendapatkan 
maklumat sebagaimana perkara berikut:  
i. Mohon pihak universiti memberikan alamat emel pentadbir wanita di dalam 
skim Perkhidmatan N (dari Gred N41 hingga N54) sekiranya saya perlu 
menghantar soal selidik kepada mereka.  
Ataupun 
ii. Menghantar link soal selidik kepada bahagian sumber manusia 
universiti seterusnya disampaikan kepada semua pentadbir 
wanita oleh pihak universiti. 
  
5. Justeru, kerjasama pihak tuan adalah amat diharapkan agar dapat membantu saya 
dengan maklumat-maklumat tersebut melalui e-mail: ponmalar.a@um.edu.my atau 
  
341 
faksimili:  03-79675427, pada atau sebelum 28hb Julai 2015. Sebarang maklumat lanjut 
berkaitan perkara tersebut, pihak tuan boleh menghubungi saya di talian:  03-
79675430/012-2032124. 
6. Kerjasama dan perhatian pihak tuan berkaitan perkara di atas amat dihargai.  
Sekian, Terima Kasih. 
Yang Benar, 
 
Ponmalar N Alagappar (EHA 100022) 
Pelajar PhD, 
Fakulti Ekonomi dan Pentadbiran 
Universiti Malaya,  




s.k.: Unit Pascasiswazah, Fakulti Ekonomi dan Pentadbiran,  
          University of Malaya, 50603 Kuala Lumpur 




























Perception of sexual harassment 
Persepsi terhadap gangguan seksual 
 
Here are some of the behaviours in the workplace done by the opposite sex. Kindly 
indicate how far your feelings will be disturbed if this behavior happens to you at the 
workplace by ticking (√) at the relevant column.  
Berikut adalah beberapa tingkah laku di tempat kerja yang dilakukan oleh orang 
berlawanan jantina. Sila nyatakan sejauhmanakah perasaan anda akan terganggu 
sekiranya tingkah laku ini berlaku pada diri anda di tempat kerja dengan menandakan 
(√) pada pilihan jawapan yang paling tepat dengan perassan anda. 
1. Touching your exposed body parts i.e., hand, shoulder  and so forth  
Menyentuh bahagian-bahagian badan yang bukan sulit seperti  tangan, bahu dan sebagainya 
 
2. Rubbing/ brushing your body  
Menggesel badan anda 
 
3. Standing too close till you feel uncomfortable  
Berdiri terlalu rapat sehingga anda merasa tidak  selesa 
 
4. Comments about the appearance of someone or suggest that  you change your look so that you look 
more  beautiful / attractive  
Teguran tentang penampilan  seseorang atau menyarankan anda bertukar wajah supaya  anda 
kelihatan lebih cantik / segak 
 
5. Pressured to meet at informal social meeting such as invitations to drink, food, and other social 
meetings.  
Tertekan untuk menghadiri  perjumpaan sosial tidak rasmi seperti  jemputan untuk minum, makan, 
lain-lain pertemuan  social 
 
6. Give intimate gifts such as nightgowns, lingerie and other similar things.   
Memberi cenderahati yang berunsur intim seperti baju  tidur, pakaian dalam dan barangan 
sepertinya 
 
7. Observe, stare and look at an intense rate  
Memerhati, merenung serta memandang dengan  kadar   yang keterlaluan 
 
8. Being requested to stay back or work late, so that to work together even if there is no work to be 
done. Meminta agar balik lewat atau kerja lewat untuk   bekerja bersama-sama walaupun tiada 
kerja yang  hendak di buat 
 
9. Jokes /teasing, stories, using language of sexual nature.  
Gurau senda, cerita, mengunakan bahasa yang berbaur seksual. 
 




Bahan-bahan yang berunsur seksual yang dilakukan melalui tampalan, pameran, edaran, gambar, 
cerita atau kartun. 
 
11. Sexual-related words  about the body  (example-  solid, flexible and others)   
Perkataan berunsur seksual mengenai tubuh badan (contoh-  solid-molid, bergetah dan lain-lain) 
 
12. Words related to sex practices  
Perkataan  yang berkaitan dengan pelakuan seks 
 
13. Claim of sexual favours through pressure or threat.   
Menuntut habuan seksual secara desakan atau ancaman 
 
14. Imagined or promises of gifts or fair treatment, if sex based cooperation is given.  
Membayangkan atau menjanjikan hadiah atau layanan yang baik jika memberi kerjasama berunsur 
seks. 
 
15. Received a letter of a sexual nature.  
Menerima surat yang berunsur seksual 
 
16. Receive calls of sexual nature.  
Menerima panggilan telefon berunsur seksual 
 
17. Display pictures, writing, computer games of a    sexual nature.  
Paparan gambar, tulisan,permainan dalam komputer berunsur seksual 
 
18. Trying to force you physically to have a sex. 
Cuba memaksa secara fizikal untuk melakukan hubungan seks dengan anda 
 
19. Trying to force you  verbally to have sex  
Cuba memaksa anda secara lisan untuk melakukan hubungan seks 
 
20. Making signal that are sexual in nature   
Membuat isyarat berunsur seks 
 
21. Making  comments of a sexual nature about   themselves to you  
Mengeluarkan komen yang berunsur seksual tentang diri mereka kepada anda 
 
22. Using the words of a sexual nature such as “darling", "dear", "sexy" at work.  















Original and Adjusted Questionnaire Items for Climate for Sexual Harassment 
Original questionnaire  Modified questionnaire 
Is your current duty station providing 
thorough investigations of harassment 
complaints? 
Sexual harassment complaint would be 
thoroughly investigated at  my current 
workplace 
Is your current duty station enforcing 
penalties against harassers? 
Penalties are enforced against people 
who sexually harass others at my current 
workplace 
Is your current duty station enforcing 
penalties against unit commanders/ 
superiors who allow sexual harassment? 
Penalties are enforced against any 
superiors who allow sexual harassment 
at my current workplace 
The leadership at my current duty location 
enforces military policy against sexual 
harassment. 
Have leaders who enforces policies 
against sexual harassment at my current 
workplace 
People at my current duty station who 
sexually harass others usually get away 
with it*. 
People who sexually harass others at my 
current workplace usually get away with 
it* 
Sexual harassment is not tolerated at my 
current duty location 
Sexual harassment is not tolerated at my 
current workplace 
Senior leadership of my service makes 
honest and reasonable efforts to stop sexual 
harassment. 
Have leaders who make honest and 
reasonable efforts to stop sexual 
harassment at my current workplace 
Senior leadership of my installation/ship 
makes honest and reasonable efforts to stop 
sexual harassment.  
The senior management at my current 
workplace makes honest and reasonable 
efforts to stop sexual harassment  
My immediate supervisor makes honest 
and reasonable efforts to stop sexual 
harassment. 
My immediate superior makes honest 
and reasonable efforts to stop sexual 
harassment at my current workplace 
Actions are being taken at this duty location 
to prevent sexual harassment.  
Actions are being taken at my workplace 
to prevent sexual harassment  
Actions are being taken in my service to 
prevent sexual harassment 
Actions are being taken at my 









Original and Adjusted Questionnaire Items for Self-Efficacy 
Original questionnaire Modified questionnaire 
If an acquaintance/first date was 
attempting to get you to have sex with him 
and you were not interested, how 
confident are you that you could 
successfully resist his advances? 
If someone in your office was attempting 
to get you to have sex with him and you 
were not interested, how confident are 
you that you could successfully resist his 
advances? 
 
If an acquaintance/first date was 
attempting to pay for your meal when you 
did not want him to, how confident are you 
that you could be assertive enough to tell 
him that you would pay your own way? 
If someone in your office was attempting 
to pay for your meal when you did not 
want him to, how confident are you that 
you could be assertive enough to tell him 
that you would pay your own way? 
 
If an acquaintance/first date was 
attempting to get you to consume alcohol 
despite your wishes not to do so, how 
confident are you that you could 
successfully resist his pressuring? 
If someone in your office was attempting 
to get you to be intimate with him despite 
your wishes not to do so, how confident 
are you that you could successfully resist 
his pressuring? 
 
How confident are you that you could 
successfully avoid a situation in which you 
could be sexually assaulted? 
How confident are you that you could 
successfully avoid a situation in which 
you could be sexually harassed? 
 
If a situation develops in which you feel 
you could be in danger of sexual assault, 
how confident are you that you could 
successfully think up ways to get out of 
that situation and then execute your plan? 
If a situation develops in which you feel 
you could be in danger of sexual 
harassment, how confident are you that 
you could successfully think up ways to 
get out of that situation and then execute 
your plan? 
How confident are you that you could 
successfully recognize the signs that you 
might be in danger of being sexually 
assaulted? 
How confident are you that you could 
successfully recognize the signs that you 
might be in danger of being sexually 
harassed? 
 
How confident are you that if you 
recognized the danger signs of sexual 
assault you could avoid/prevent it from 
happening. 
How confident are you that if you 
recognized the danger signs of sexual 







Original and Adjusted Questionnaire Items for Intention to Report Sexual Harassment 
Original questionnaire Modified questionnaire 
I would report the experiences to friends,  
relatives, or colleagues 
I would report the experiences to my 
friends or relatives 
 
 I would report the experiences to an office 
colleague 
 
I would report the behaviour to my 
department head/ program head /dean 
I would let my immediate superior know 
about the behaviour. 
 
 I would let the upper management know 
about the behaviour. 
 
I would report the behaviour to a university   
official, e.g. human resource department 
I would report the behaviour to an official 
in the human resource department 
 
I would file a complaint through 
“Grievance Procedure”       
I would use the official reporting channels 
















Part B: Organizational climate  
Bahagian B: Persepsi Responden terhadap Iklim Organisasi  
Kindly tick the relevant column that best reflects your degree of agreement or disagreement with 
the following statements in regards to the present situation in your workplace. 
Sila nyatakan sejauhmanakah kenyataan di bawah menggambarkan situasi sebenar diorganisasi 
anda pada ketika ini.  Sila bulatkan pilihan jawapan anda berdasarkan persepsi anda samada 









    
1. Sexual harassment complaint would be 
thoroughly investigated at  my current 
workplace 
Aduan gangguan seksual di tempat kerja 
saya akan disiasat dengan teliti   
 
   
2. Penalties are enforced against people 
who sexually harass others at my current 
workplace 
Hukuman akan dikuatkuasakan terhadap 
individu yang melakukan gangguan 
seksual di tempat kerja saya. 
 
    
3. Penalties are enforced against any 
superiors who allow sexual harassment at 
my current workplace 
Menguatkuasakan hukuman terhadap 
ketua yang membiarkan gangguan 
seksual berlaku di tempat kerja saya. 
 
   
4. Have leaders who enforces policies 
against sexual harassment at my current 
workplace.  
Mempunyai pemimpin yang mampu 
menguatkuasakan polisi terhadap 
gangguan seksual di tempat kerja saya. 
 
   
5. People who sexually harass others at my 
current workplace usually get away with 
it* 
Individu yang melakukan gangguan 
seksual di tempat kerja saya boleh 
melepaskan diri dari tindakan* 
 
   
6. Sexual harassment is not tolerated at my 
current workplace 
Gangguan seksual tidak dibenarkan 
sama sekali di tempat kerja saya 
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7. Have leaders who make honest and 
reasonable efforts to stop sexual 
harassment at my current workplace 
Mempunyai pemimpin yang mampu  
mengambil tindakan menghalang  
gangguan seksual di tempat kerja saya 
dengan secara jujur dan munasabah. 
 
   
8. The senior management at my current 
workplace makes honest and reasonable 
efforts to stop sexual harassment. 
Mempunyai pengurusan tertinggi yang 
mampu untuk mengambil tindakan  
untuk menghalang gangguan seksual di 






9. My immediate supervisor makes honest 
and reasonable efforts to stop sexual 
harassment at my current workplace. 
Pegawai atasan terdekat saya mampu  
Mengambil tindakan yang jujur dan  
munasabah  untuk menghentikan 
       gangguan seksual di tempat kerja saya 
 
   
10. Actions are being taken at the university 
level to prevent sexual harassment  
Tindakan  diambil untuk mencegah 
kejadian gangguan seksual di peringkat 
university 
 
   
11. Actions are being taken at my 
faculty/department to prevent sexual 
harassment at work 
Tindakan  diambil untuk mencegah 
kejadian gangguan seksual di peringkat 
fakulti atau jabatan saya 
 























Part C: Self-Efficacy 
 
Persepsi Responden terhadap Keberkesanan Diri 
 
Imagine that the following questions relate to a situation involving someone with whom you are 
working with at your workplace. Kindly tick the relevant column that best reflects your level of 
confidence in the following situations. 
 
Bayangkan bahawa soalan-soalan berikut berkaitan dengan satu situasi melibatkan seseorang 
yang anda bekerja dengan ditempat kerja anda. Sila jawab setiap pernyatakan dengan 
membulatkan pada pilihan jawapan yang mencerminkan tahap keyakinan atau ketidakyakinan 











1. If someone in your office was attempting to 
get you to have sex with him and you were 
not interested, how confident are you that 
you could successfully resist his advances? 
Jika seseorang di pejabat anda cuba 
merangsang anda untuk menjalinkan 
hubungan seks sedangkan anda tidak 
berminat, setakat mana anda yakin anda 
mampu menghalang kehendaknya dengan 
jayanya ? 
 
   
2. If an acquaintance in your office was 
attempting to pay for your meal when you 
did not want him to, how confident are you 
that you could be assertive enough to tell 
him that you would pay your own way? 
Jika seorang kenalan di pejabat anda cuba 
untuk menjelaskan bayaran makanan anda 
dan  anda enggan menerimanya, setakat 
mana ketegasan anda untuk menyatakan 
anda akan membayar sendiri 
 
   
3. If an acquaintance in your office was 
attempting to get you to be intimate with 
him despite your wishes not to do so, how 
confident are you that you could successfully 
resist his pressuring? 
Jika seseorang di pejabat anda cuba untuk 
menjalin hubungan intim dengan anda 
sedangkan anda enggan, setakat manakah 
keyakinan anda untuk menghindari desakan 
tersebut? 
   
4. How confident are you that you could 
successfully avoid a situation in which you 
could be sexually harassed? 
Setakat manakah anda yakin bahawa anda 
mampu dengan jayanya mengelakkan situasi 
di mana anda boleh diganggu secara seksual? 
 
   
5. If a situation develops in which you feel you 
could be in danger of sexual harassment, 
how confident are you that you could 
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successfully think up ways to get out of that 
situation and then execute your plan? 
Jika anda berada di dalam situasi dimana anda 
rasa sedang berhadapan dengan gangguan 
seksual, seyakin manakah anda boleh 
memikirkan cara untuk keluar dari situasi 
tersebut dan melaksanakan langkah anda 
dengan jayanya? 
 
6. How confident are you that you could 
successfully recognize the signs that you 
might be in danger of being sexually 
harassed? 
Sejauhmanakah anda yakin anda boleh 
mengenalpasti tanda-tanda kemungkinan 
anda berada dalam situasi dimana anda boleh 
diganggu secara seksual? 
  
   
7. How confident are you that if you recognized 
the danger signs of sexual harassment you 
could avoid/prevent it from happening? 
Sejauhmanakah anda yakin bahawa anda 
mampu mengenali tanda-tanda bahaya 
gangguan seksual dan anda boleh 
mengelak/mencegahnya daripada berlaku. 
 





































Part D: Intention to report sexual harassment  
Bahagian D:  Niat untuk melaporkan gangguan seksual 
 
Kindly answer each of the statements by ticking the relevant column that best reflects your 
possible action based on the following statements 
 
Jika anda diganggu secara seksual di tempat kerja anda, sejauh manakah anda akan cuba 
untuk melakukan yang berikut? Sila jawab setiap pernyataan dengan membulatkan pada 











    
I would report the experiences to my 
friends or relatives 
Saya  akan melaporkan kejadian itu kepada 
rakan atau saudara-mara saya 
 
   
I would report the experiences to an office 
colleague 
Saya  akan melaporkan kejadian itu kepada 
rakan sekerja 
 
   
I would let my immediate superior know 
about it. 
Saya akan melaporkan kejadian itu  kepada 
penyelia terdekat saya 
 
   
I would let the upper management know 
about it. 
Saya akan melaporkan kejadian itu kepada 
pihak pengurusan atasan 
 
   
I would report it to an official in the Human 
Resource Department 
Saya akan melaporkan kejadian itu kepada 
pegawai yang mengendalikan isu seperti 
ini di bahagian sumber manusia. 
 
   
I would use the official reporting channels 
within the university 
Saya akan menggunakan saluran 
pelaporan rasmi di dalam universiti 
 











PENGARUH HUBUNGAN KEMANUSIAAN DI TEMPAT KERJA 
 
Responden yang dihormati, 
 
Kajian ini dijalankan bagi memenuhi keperluan KHUSUS PENGAJIAN 
PERINGKAT PHD DI UNIVERSITI MALAYA. Kerjasama cik/puan adalah dipohon 
untuk memberikan maklumbalas secara jujur dan terbuka, memandangkan setiap 
soalan tidak mempunyai jawapan betul atau salah.  
 
Pandangan dan pendapat cik/puan amat dihargai dan dialu-alukan. Soal selidik 
ini akan hanya mengambil masa sekitar 10 – 15 MINIT UNTUK 
DISEMPURNAKAN. 
 
Setiap maklumbalas adalah SULIT dan hanya untuk tujuan kajian akademik 
semata-mata.Kerjasama dan perhatian cik/puan dalam menyempurnakan 





Ponmalar N Alagappar                              
Calon PhD 
Fakulti Ekonomi dan Pentadbiran 
Universiti Malaya, 50603Kuala Lumpur, Malaysia 
 
Pensyarah 
Seksyen Ko-Kurikulum, Elektif & TITAS 
Universiti Malaya, 50603 Kuala Lumpur, Malaysia 
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Bahagian A: Persepsi terhadap gangguan seksual  
 
Sila nyatakan sejauhmana perasaan anda akan terganggu sekiranya tingkah 
laku berikut berlaku pada diri anda di tempat kerja. Sila bulatkan pilihan 
jawapan anda. 
 
        1=Tidak Terganggu; 2=Sedikit Terganggu;  3= Agak Terganggu; 4= Terganggu; 





   Amat 
terganggu 
1. Menyentuh bahagian-bahagian badan yang 













2. Menggesel badan anda 
 
1 2 3 4 5 













4. Teguran tentang penampilan atau menyarankan 
anda bertukar wajah/rupa paras supaya anda 












5. Tertekan untuk menghadiri perjumpaan sosial 
tidak rasmi seperti  jemputan untuk minum, makan 












6. Memberi hadiah yang berunsur seks seperti baju 












7. Memerhati, merenung serta memandang dengan 












8. Meminta agar pulang lewat atau kerja sehingga 
lewat hanya untuk bersama-sama walaupun tiada 

























10. Menyebarkan bahan-bahan yang berunsur seksual 













11. Perkataan berunsur seksual mengenai tubuh 






































14. Membayangkan atau menjanjikan hadiah atau 












15. Menerima surat yang berunsur seksual 
 
1 2 3 4 5 
16. Menerima panggilan telefon berunsur seksual 
 
1 2 3 4 5 
17. Paparan gambar, tulisan atau permainan 
komputer yang berunsur seksual 
 
1 2 3 4 5 
18. Cuba memaksa secara fizikal untuk melakukan 
hubungan seks dengan anda 
 
1 2 3 4 5 
19. Cuba memaksa anda secara lisan untuk 
melakukan hubungan seksual 
 
1 2 3 4 5 
20. Membuat isyarat berunsur seksual 
/membayangkan perlakuan seks  
 
1 2 3 4 5 
21. Mengatakan komen yang berunsur seksual 
tentang diri mereka kepada anda 
 
1 2 3 4 5 
22. Menggunakan perkataan yang berbaur seksual 
seperti “darling”, “sayang”, “seksi” semasa waktu 
bekerja. 
 









           Bahagian B: Persepsi Responden terhadap Iklim Organisasi  
 
Sila nyatakan sejauhmanakah kenyataan di bawah menggambarkan situasi 
sebenar diorganisasi anda pada ketika ini.  
Sila bulatkan pilihan jawapan anda berdasarkan persepsi anda samada anda 
setuju atau tidak setuju dengan kenyataan dibawah 
 
1= Sangat Tidak Setuju; 2=Tidak Setuju; 3= Tidak pasti;  4=Setuju;   
      5=Sangat Setuju 
 






1.Aduan gangguan seksual di tempat kerja saya 




2 3 4 5 
2. Hukuman akan dikuatkuasakan terhadap 
individu yang melakukan gangguan seksual di 














3.Menguatkuasakan hukuman terhadap ketua 
yang membiarkangangguan seksual berlaku di 












4.Mempunyai pemimpin yang mampu 
menguatkuasakan polisi terhadap gangguan 












5.Individu yang melakukan gangguan seksual di 













6.Gangguan seksual tidak dibenarkan sama sekali 












7.Mempunyai pemimpin yang mampu mengambil 
tindakan menghalang gangguan seksual di 














8.Mempunyai pengurusan tertinggi yang mampu 
untuk mengambil tindakan  untuk menghalang 
gangguan seksual di tempat kerja saya secara 











9.Pegawai atasan terdekat saya mampu 
mengambil tindakan yang jujur dan munasabah  












10.Tindakan  diambil untuk mencegah kejadian 











11.Tindakan  diambil untuk mencegah kejadian 















    Bahagian C: Persepsi Responden terhadap Keberkesanan Diri 
 
Bayangkan bahawa soalan-soalan berikut berkaitan dengan satu situasi 
melibatkan seseorang yang anda bekerja dengan ditempat kerja anda. 
Sila jawab setiap pernyatakan dengan membulatkan pada pilihan jawapan yang 
mencerminkan tahap keyakinan atau ketidakyakinan anda dalam menandangi 
situasi tersebut.  
      
1=Tidak yakin sama sekali; 2=Kurang Yakin; 3= Agak Yakin; 4= Yakin; 5= Amat Yakin  
 







1. Jika seseorang di pejabat anda cuba merangsang 
anda untuk menjalinkan hubungan seks 
sedangkan anda tidak berminat, setakat mana 
1 2 3 4 5 
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anda yakin anda mampu menghalang 
kehendaknya dengan jayanya? 
 
2. Jika seorang kenalan di pejabat anda cuba untuk 
menjelaskan bayaran makanan anda dan  anda 
enggan menerimanya, setakat mana ketegasan 
anda untuk menyatakan anda akan membayar 
sendiri 
 
1 2 3 4 5 
3. Jika seseorang di pejabat anda cuba untuk 
menjalin hubungan intim dengan anda 
sedangkan anda enggan, setakat manakah 
keyakinan anda untuk menghindari desakan 
tersebut? 
 
1 2 3 4 5 
4. Setakat manakah anda yakin bahawa anda 
mampu dengan jayanya mengelakkan situasi di 
mana anda boleh diganggu secara seksual? 
 
1 2 3 4 5 
5. Jika anda berada di dalam situasi dimana anda 
rasa sedang berhadapan dengan gangguan 
seksual, seyakin manakah anda boleh 
memikirkan cara untuk keluar dari situasi 




1 2 3 4 5 
6. Sejauhmanakah anda yakin anda boleh 
mengenalpasti tanda-tanda kemungkinan anda 
berada dalam situasi dimana anda boleh 
diganggu secara seksual? 
 
1 2 3 4 5 
7. Sejauhmanakah anda yakin bahawa anda mampu 
mengenali tanda-tanda bahaya gangguan 
seksual dan anda boleh mengelak/mencegahnya 
daripada berlaku. 
 






Bahagian D:  Niat untuk melaporkan gangguan seksual 
 
Jika anda diganggu secara seksual di tempat kerja anda, sejauh manakah 
anda akan cuba untuk melakukan yang berikut? Sila jawab setiap 
pernyataan dengan membulatkan pada pilihan jawapan yang 









1= Tidak; 2=Tidak Pasti; 3= Mungkin Melaporkan; 4= Melaporkan;  




Bahagian E: Aduan gangguan seksual 
 
Adakah anda tahu bahagian/seksyen di mana laporan gangguan seksual boleh di 
buat di universiti anda?  
 
1) Ya 
2) Tidak pasti 




Adakah anda tahu bagaimana untuk membuat laporan gangguan seksual di 
universiti anda?  
 
1) Ya 
2) Tidak pasti 
3) Tidak tahu 
 
 
Adakah anda pernah mengalami gangguan seksual sebelum ini? 
 
1)  Ya  
2) Tidak pasti    
3) Tidak pernah 
    
 
 
 Tidak    Pasti 
Melaporkan 
1. Saya  akan melaporkan kejadian itu 
kepada rakan atau saudara-mara saya 
 
1 2 3 4 5 
2. Saya  akan melaporkan kejadian itu 
kepada rakan sekerja 
 
1 2 3 4 5 
3. Saya akan melaporkan kejadian itu  
kepada penyelia terdekat saya 
 
1 2 3 4 5 
4. Saya akan melaporkan kejadian itu 
kepada pihak pengurusan atasan 
 
1 2 3 4 5 
5. Saya akan melaporkan kejadian itu 
kepada pegawai yang mengendalikan isu 
seperti ini di bahagian sumber manusia.  
 
1 2 3 4 5 
6. Saya akan menggunakan saluran 
pelaporan di dalam universiti 
 




Jika YA, sila jawab soalan berikutnya, jika TIDAK, sila terus ke Bahagian F 
 
 
Jika anda pernah mengalami gangguan seksual sebelum ini, apakah jawatan/kedudukan  
pengganggu tersebut: 
 
1) Rakan sekerja    




Bahagian F:  Maklumat latar belakang 
 
Arahan: Sila tandakan (√ ) di ruang kosong dengan jawapan yang sesuai 
     
A) Umur 
             
1) Antara 20 -29             
2) Antara 30 -39              
3) Antara 40-49             
4) 50 tahun dan ke atas            
 
              
B) Status perkahwinan 
           
1)Bujang           
2) Berkahwin             
3) Berpisah             
4) Bercerai             
5) Janda              
 
         
C) Tempoh perkhidmatan di university 
          
1) 1 hingga 2 tahun             
2) 3  hingga 5 tahun            
3) 5 hingga 10 tahun            








                     
              Ref   No                                   
    
 
THE INFLUENCE HUMAN RELATIONS AT THE WORKPLACE  
  
Dear Respondents: 
This study is undertaken to fulfill the partial requirement of the 
degree of PhD at University of Malaya.  There is no right or wrong 
answer. I am mainly interested in your opinion.  
 
It will only take you approximately 15-20 minutes to complete. 
  
All information provided by you will be kept in strictest confidence, 
will not be disclosed to any parties and only be used for the purpose 
of this academic research.  
  
I am looking forward to your kind cooperation and value your 







Ponmalar N Alagappar                              
PhD Candidate 
Faculty of Economics and Administration 
University of Malaya, Kuala Lumpur, Malaysia 
ponmalar_a@yahoo.com 
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Part A: Perception of sexual harassment  
 
Kindly indicate how far your feelings will be disturbed if this behaviour happens 
to you at the workplace by circling the relevant column. 
 
1= Not Disturbed, 2= Slightly Disturbed,   3= Quite Disturbed,   4= Disturbed,  
5= Extremely Disturbed  
 
Statement Not 













1. Touching your exposed body parts 





































4. Comments about the appearance of 
someone or suggest that  you 
change your look to appear more  












5. Pressured to meet at informal 
social meeting such as invitations 













6. Receives gifts that sort of intimate 
such as nightgowns, lingerie and 












7. Observe, stare and look at an 












8. Being requested to stay back or 
work late even if there is no work 












9. Jokes, teasing, stories using 














10. Distributing/circulating materials 
of sexual nature through pin-ups, 













11. Sexual-related words  about the 


























13. Claim of sexual favors through 












14. Imagined or promises of gifts or 
fair treatment, if sex based 





































17. Displaying pictures, writing, 












18. Trying to force you physically to 












19. Trying to force you  verbally to 












20. Making signals that are sexual in 












21. Making  comments of a sexual 












22. Using words of a sexual nature 





















Part B: Organizational climate  
 
Kindly tick the relevant column that best reflects your degree of 
agreement or disagreement with the following statements in regards to 
the present situation in your workplace. 

















1. Sexual harassment complaint would be 














2. Penalties are enforced against people 













3. Penalties are enforced against any 
superiors who allow sexual harassment 












4. Have leaders who enforces policies 













5. People who sexually harass others at my 


























7. Have leaders who make honest and 
reasonable efforts to stop sexual 












8. The senior management makes honest 
and reasonable efforts to stop sexual 












9. My immediate supervisor makes honest 
and reasonable efforts to stop sexual 











10. Actions are being taken at the university 











11. Actions are being taken at my 
faculty/department to prevent sexual 















Part C: Self-Efficacy 
 
Imagine that the following questions relate to a situation involving someone with whom 
you are working with at your current workplace. Kindly tick the relevant column that best 
reflects your level of confidence in the following situations. 
 
      








1. If someone in your office was 
attempting to get you to have 
sex with him and you were not 
interested, how confident are 
you that you could successfully 















2. If someone in your office was 
attempting to pay for your meal 
when you did not want him to, 
how confident are you that you 
could be assertive enough to tell 













3. If someone in your office was 
attempting to get you to be 
intimate with him despite your 
wishes not to do so, how 
confident are you that you could 












4. How confident are you that you 
could successfully avoid a 














5. If a situation develops in which 
you feel you could be in danger 
of sexual harassment, how 
confident are you that you could 
successfully think up ways to get 
out of that situation and then 












6. How confident are you that you 
could successfully recognize the 
signs that you might be in 












7. How confident are you that if 
you recognized the danger signs 
of sexual harassment you could 


















Part D:  Intention to report sexual harassment 
 
Kindly answer each of the statements by ticking the relevant column that best 








Maybe  Quite likely Definitely 
Will 
1. I would report the 
















2. I would report the 













3. I would let my immediate 













4. I would let the upper 













5. I would report the behavior 
to an official in the human 












6. I would use the reporting 




















Part E: Sexual harassment complaint 
 
 
1) Would you know in which division/section of your university where you can 
make a sexual harassment report? 
 
1) Yes 




2) Would know how to make a sexual harassment report in your university? 
 
1) Yes 





3) Have you ever been sexually harassed before? 
 
1)  Yes     
2)  No  
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If YES, please ask the following question, if NO, then proceed to Part F 
 
10) If you were harassed before, what was the position of the harasser?  
  
i) Co-worker    
ii) Your superior 







Part F: Demographic Details  
 
 
Kindly tick the relevant column     
              
A) Age 
             
1) Between 20 -29             
2) Between 30 -39              
3) Between 40-49             
4) 50 years and above            
 
 
              
              
B) Marital Status 
 
         
1) Single             
2) Married             
3) Separated             
4) Divorced             
5) Widowed              
         
 
              
C) Years of service in the university          
1) 1 to 2 years             
2) 3  to 5 years             
3) 5 to 10 years            
4) 10 years and above           















































Testing non-response bias using Mann Whitney U test 
 
Mann-Whitney Test   Ranks 




1 347 192.08 66651.00 
2 34 180.00 6120.00 





1 347 189.15 65634.00 




Self-Efficacy 1 347 191.94 66602.00 






1 347 191.90 66588.00 









Mann-Whitney Test   - Test Statisticsa 






Self-Efficacy Intention To 
Report 
Mann-Whitney U 5525.000 5256.000 5574.000 5588.000 
 
Wilcoxon W 6120.000 65634.000 6169.000 6183.000 
 
Z -.611 -1.056 -.534 -.515 
 
Asymp. Sig.  
(2-tailed) 
.541 .291 .593 .607 
a. Grouping Variable: Group 
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Mann-Whitney Test  -  Ranks 
 Group  N Mean Rank Sum of Ranks 
Age 1 347 191.88 66584.00 
2 34 181.97 6187.00 
Total 381   
Marital Status 1 347 190.73 66185.00 
2 34 193.71 6586.00 
Total 381   
Duration of 
services 
1 347 192.53 66807.00 
2 34 175.41 5964.00 
Total 381   
 
 
Mann-Whitney Test - Test Statisticsa 
 Age Marital Status Duration of services 
 
Mann-Whitney U 5592.000 5807.000 5369.000 
 
Wilcoxon W 6187.000 66185.000 5964.000 
 
Z -.543 -.186 -.906 
 
Asymp. Sig. (2-tailed) .587 .852 .365 
 











Outer loadings of all items 
Mean, STDEV, T-Values, P-Values     
      












CSH1 <- CSH 0.736 0.735 0.039 18.930 0.000 
CSH10 <- CSH 0.869 0.868 0.020 44.371 0.000 
CSH11 <- CSH 0.855 0.855 0.022 38.773 0.000 
CSH2 <- CSH 0.847 0.846 0.024 35.330 0.000 
CSH3 <- CSH 0.690 0.689 0.044 15.715 0.000 
CSH4 <- CSH 0.837 0.835 0.024 35.019 0.000 
CSH5 <- CSH 0.373 0.374 0.067 5.568 0.000 
CSH6 <- CSH 0.676 0.676 0.057 11.911 0.000 
CSH7 <- CSH 0.875 0.875 0.017 50.654 0.000 
CSH8 <- CSH 0.872 0.871 0.017 50.050 0.000 
CSH9 <- CSH 0.812 0.812 0.027 30.578 0.000 
ITR1 <- ITR 0.482 0.478 0.065 7.411 0.000 
ITR2 <- ITR 0.538 0.535 0.061 8.870 0.000 
ITR3 <- ITR 0.867 0.866 0.020 42.602 0.000 
ITR4 <- ITR 0.884 0.884 0.016 54.945 0.000 
ITR5 <- ITR 0.895 0.896 0.016 57.620 0.000 
ITR6 <- ITR 0.856 0.857 0.020 43.525 0.000 
PSH1 <- PSH 0.632 0.634 0.045 14.180 0.000 
PSH10 <- PSH 0.835 0.828 0.035 24.077 0.000 
PSH11 <- PSH 0.678 0.675 0.041 16.474 0.000 
PSH12 <- PSH 0.835 0.831 0.031 26.764 0.000 
PSH13 <- PSH 0.820 0.801 0.061 13.498 0.000 
PSH14 <- PSH 0.840 0.824 0.052 16.147 0.000 
PSH15 <- PSH 0.869 0.860 0.037 23.316 0.000 
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PSH16 <- PSH 0.869 0.860 0.039 22.095 0.000 
PSH17 <- PSH 0.825 0.818 0.036 23.183 0.000 
PSH18 <- PSH 0.794 0.773 0.070 11.395 0.000 
PSH19 <- PSH 0.817 0.798 0.062 13.239 0.000 
PSH2 <- PSH 0.744 0.739 0.050 14.859 0.000 
PSH20 <- PSH 0.871 0.859 0.042 20.712 0.000 
PSH21 <- PSH 0.870 0.860 0.036 24.002 0.000 
PSH22 <- PSH 0.644 0.644 0.048 13.538 0.000 
PSH3 <- PSH 0.733 0.730 0.044 16.472 0.000 
PSH4 <- PSH 0.420 0.416 0.052 8.046 0.000 
PSH5 <- PSH 0.242 0.231 0.059 4.107 0.000 
PSH6 <- PSH 0.680 0.668 0.064 10.661 0.000 
PSH7 <- PSH 0.760 0.756 0.041 18.461 0.000 
PSH8 <- PSH 0.803 0.796 0.048 16.715 0.000 
PSH9 <- PSH 0.744 0.741 0.040 18.582 0.000 
SE1 <- SE 0.748 0.744 0.039 19.418 0.000 
SE2 <- SE 0.550 0.549 0.050 10.999 0.000 
SE3 <- SE 0.732 0.728 0.046 15.973 0.000 
SE4 <- SE 0.830 0.828 0.022 37.133 0.000 
SE5 <- SE 0.858 0.858 0.017 49.301 0.000 
SE6 <- SE 0.811 0.811 0.023 35.942 0.000 
SE7 <- SE 0.846 0.847 0.018 46.353 0.000 






























1 15.315 33.295 33.295 15.033 32.680 32.680 10.167 22.102 22.102 
2 7.808 16.975 50.269 7.491 16.285 48.964 6.723 14.616 36.718 
3 2.828 6.149 56.418 2.481 5.394 54.358 4.319 9.389 46.107 
4 2.254 4.901 61.319 1.937 4.211 58.569 4.007 8.711 54.818 
5 1.879 4.086 65.405 1.553 3.377 61.946 2.722 5.918 60.736 
6 1.389 3.020 68.425 1.095 2.381 64.327 1.583 3.441 64.177 
7 1.059 2.302 70.726 .727 1.581 65.908 .796 1.731 65.908 
8 .930 2.022 72.748       
9 .879 1.912 74.660       
10 .861 1.871 76.531       
11 .801 1.741 78.271       
12 .737 1.603 79.874       
13 .681 1.480 81.354       
14 .588 1.279 82.633       
15 .573 1.247 83.880       
16 .512 1.114 84.994       
17 .469 1.020 86.014       
18 .431 .938 86.951       
19 .425 .925 87.876       
20 .400 .870 88.746       
21 .386 .840 89.586       
22 .359 .781 90.367       
23 .349 .758 91.125       
24 .334 .726 91.851       
25 .325 .706 92.557       
26 .302 .657 93.214       
27 .278 .604 93.818       
28 .271 .589 94.407       
29 .242 .527 94.934       
30 .237 .516 95.450       
31 .232 .505 95.955       
32 .217 .473 96.427       
33 .197 .428 96.855       













35 .178 .388 97.660       
36 .159 .345 98.005       
37 .150 .326 98.331       
38 .132 .287 98.618       
39 .124 .269 98.888       
40 .110 .239 99.127       
41 .092 .200 99.327       
42 .088 .192 99.518       
43 .081 .177 99.695       
44 .068 .149 99.844       
45 .051 .110 99.954       
46 .021 .046 100.000       






















Marital Status- Sub-group Single 
